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Introduction 






This report presents the results of a survey of industrial 
relations procedures, practices and attitudes in a sample of 
over 450 workplaces. The survey, which involved personal . 
interviews with nearly 3,000 informants, was carried out in 
April -June 1973 on behalf of the Department of Employment. 

In 1966 the Government Social Survey carried out a survey of 
workplace industrial relations for the Royal ('Donovan') 
Commission on Trade Unions and Employers' Associations. That 
enquiry was the first nation-wide survey of workplace 
relations in Britain. To update the information gained from 
that survey, the Social Survey Division of OPCS (formerly the 
Government Social Survey) was commissioned to carry out in 
1972 a survey partly to provide results comparable with 
Donovan and partly to enquire into further aspects of work- ^ 
place relations. The survey resulted in a published report. 

The 1973 survey, which is the subject of this report, is 
closely comparable in question coverage with the 1972 survey. 
It was decided to carry out this second survey only fifteen 
months after the first because it was known that rapid 
changes had been taking place, especially those in connection 
with actual and impending industrial relations legislation. 
The topics covered in both surveys include trade union 
organisation at the workplace, formal and informal procedures 
and agreements, methods of communication and access by union 
representatives to management, changes in bargaining 
procedures and practices between managers and union 
representatives, and the use of strikes and other sanctions. 

The main aim of both surveys was to provide an up-to-date 
picture of the ways in which industrial relations operate at 
workplace level, both formally and informally, and in a 
variety of industries and other circumstances. A specific 
aim of the 1973 survey was to monitor any changes which had 
been taking place since the previous survey. 


The survey design The sample was designed on the same basis as for the 1972 

survey. But because a more straightforward sample of 
establishments was taken, it was not necessary to reweight 
the numbers of particular types of establishment when 
computing the results (see Appendix 1) . 

The initial sample consisted of establishments drawn at random 
from lists at local employment exchange offices. However, the 
basic unit for the survey was not necessarily the establish- 
ment. It was the establishment or that part of it which, for 
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industrial relations purposes, came under the control of a 
single senior manager. If active responsibility for 
industrial relations was found to be split between a 'works' 
and an 'office' - we identified separate industrial relations 
situations (henceforth called 'situations'). 

In each situation we took interlocking groups of individuals : 
a senior manager, a 'lower' manager, a foreman, three of that 
foreman's employees, one or more shop stewards representing 
the selected employees, the most senior steward or convener, 
and the full-time union officer who had (most) dealings with 
people in the situation. The number of persons actually 
interviewed in respect of each situation varied according to 
whether there was a position to fill and the willingness of 
the individuals to be interviewed, and the average number 
interviewed per situation was seven. 

The basic aim of the survey design was to get a representative 
sample of establishments and, within them, a representative 
sample of situations (see Appendix 1) . However, certain 
difficulties were encountered in defining the eligible units 
and hence in defining the 'populations' within which to 
select individuals for interview. The concept of an 
'industrial relations situation' was arrived at as the best, 
though not wholly satisfactory, unit of suitable size and 
coherence to justify relating the answers of individuals to 
it. For practical reasons we did not seek interviews in 
respect of more than two situations where an establishment 
was found to consist of these. However, an analysis of some 
of the results suggests that the pattern of responses was no 
different in multiple-situation establishments from that in 
single-situation establishments. In consequence the findings 
have not been reweighted to give the proper weight to multi - 
situation establishments. 

What has been said about situations applies also to the sample 
of senior managers because by definition there was only one 
per situation. 

At all levels below that of senior managers, the method of 
selecting individuals for interview was random (where there 
was more than one such individual to be chosen) but the method 
cannot be said to produce a random sample of all individuals 
of that type. This is most evident in the case of employees, 
where we took only three out of perhaps several hundreds or 
even, in a few cases, thousands. The answers of the employees 
in a particular situation are not representative of all 
employees in that situation and are presented as no more than 
an indication of employee views. That the differences between 
the views of individual employees are due more to individual 
variation than to common attachment to a particular situation 
is suggested by the finding that the views on certain 
questions of two employees in the same situation were almost 
uncorrelated (see Chapter 9) . The views of employees 
presented in this report are, therefore, those of a collection 
of employees coming from the same sampled situations as all 
other individuals interviewed. 

The interlocking design of the survey does allow the possi- 
bility of comparing the answers of managers, stewards, etc, 
in the same situation. To this extent, it permits a deeper 
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Methods of 
analysing the 
results 


analysis of answers in relation to a given situation - 
approximating somewhat to a series of case studies, but 
without the amount of qualitative detail usual in case 
studies . 


The interlocking design of the survey presents difficulties 
when seeking to analyse the answers given in interviews. 

Since the unit of sampling was 'situations', the unit of 
analysis should strictly be situations. With senior 
managers there is no problem, since their number is equal to 
the number of situations. In all other cases, however, the 
base for percentaging replies is the relevant population of 
situations and not of informants of that type. For example, 
it should not be 'x% of stewards said...', but 'in x% of 
situations with stewards, the selected steward said...' 

In analysing the results we have included those only of one 
'ordinary' steward per situation, ie, we have ignored the 
answers of the 35 second and third stewards representing 
sampled employees. For employees we have normally taken the 
total distribution of their answers, since a check on the 
1972 survey results showed that it would have made very 
little difference to the percentages whether we had taken 
'all first', 'all second', or 'all third' employees. Since 
it would be tedious to describe the base in full for each 
table, we have usually referred just to 'foremen' 'employees', 
etc, but have occasionally inserted a full description 
('x% of situations with foremen') to remind the reader of the 
correct base for percentaging. 

Many of the base numbers, particularly of- sub-samples such as 
industry groups, are small, and this raises the question of 
the statistical significance of the results presented, 
especially relating to changes which appear to have taken 
place between the 1972 and 1973 surveys. It is possible to 
calculate 'confidence limits' to the percentages shown, ie, 
to indicate what the chances are that the true result (°f 
having interviewed the total relevant population) would have 
been within 5% of the survey result. The fact that this is 
not generally done in this report does not mean that all the 
differences shown are statistically significant. We have not 
shown percentages where the base is less than 20 , and must 
warn against attaching importance to -minor differences in 
percentages where the numbers on which they are based are not 
much more than 20. 

Another reason for treating the percentages as 'best estimates' 
rather than close approximations is that they are based on a 
response rate of only 58% of establishments sampled. We have 
drawn attention in the text to differences in results between 
the two surveys which appear to be statistically significant. 
But small differences in the answers of industry groups 
between the two surveys should be treated as having arisen by 
chance. In particular, many of the 1972 findings concerning 
the food, drink and tobacco industry appear, in the light of 
the 1973 findings, to have been 'freak' results. Some of the 
1973 findings by industry may be better taken as providing a 
correction factor to the 1972 findings rather than as 
suggesting that a real change took place in the fifteen months 
between the two surveys. 
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Finally , this report contains only a proportion of the 
results of some 2,000 computer tables obtained. The tables 
believed to be of greatest importance are inserted in the 
text, and other tables (A- ) are shown in Appendix 3. If any 
readers wish to have further information they should contact 
Dr S R Parker at Social Survey Division, OPCS. 

As an economy measure, only the schedule of questions to 
senior managers is reproduced in Appendix 2. Copies of the 
schedules for other types of informant are available from 
OPCS . 
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1 General Summary 


2 The Parties This chapter gives information about the organisation of 

trade unions at the workplace and matters related to manage- 
ment structure and functions. 

About three in five employees in the sampled situations were 
members of a union, and most saw some advantages in belonging 
to a union, though nearly half saw some disadvantages (the 
most frequently mentioned being 'having to follow the 
majority decision'). Three-quarters of the employees were 
satisfied with what the union did for them, but more than a 
third thought it could do more. 

As compared with the 1972 survey, fewer managers, stewards 
and foremen said they were in a multi -union situation. More 
stewards in 1973 said that all the members they represented 
belonged to the same branch. 

There were shop stewards in about four- fifths of the 
unionised situations and a senior-level steward in half. 
Nearly three-quarters of managements allowed stewards to hold 
workplace meetings. Rather fewer stewards in the 1973 survey 
(but still more than half) said that there were regular 
meetings held at the establishment between stewards but 
excluding management. 

Three out of four stewards (and an even higher proportion of 
senior stewards) got their job without opposition from other 
candidates, though more than a third had to be persuaded to 
take it on. In the 1973 survey there was a slight reduction 
in the high proportion of stewards who depended entirely on 
the place of work for contacting members. 

Very few union officers had frequent direct contact with 
ordinary members, and less than half of the stewards said 
their officer held regular meetings of stewards. A quarter 
of the stewards sometimes had difficulty in contacting their 
officer, and about two in five would have liked more contact. 

An analysis of the structure of the sampled units revealed 
that on average there were three industrial relations 
situations (headed by a separate senior manager) per 
establishment, that two-thirds of the situations (rather more 
than in 1972) were in establishments with separate personnel 
staff, and that less than one in six of the situations were 
in establishments which were independent. On average there 
were four levels of management for industrial relations 
purposes above the ordinary employees, and eight foremen 
groups in each situation. 

Three in four foremen said they sometimes settled problems 
raised by union members without bringing in their steward. 
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3 Union 

Recognition and 
the Scope of 
Bargaining 


Most foremen felt their decisions about industrial relations 
were backed up by higher management. 

Three-fifths of managers said their establishment was a 
member of an employers' association. 


This chapter deals with the extent to which some managements 
negotiate with unions and others receive requests from 
unions for recognition; the facilities provided for unions at 
the workplace; and the scope of bargaining between 
representatives of both sides. 

Unions were recognised by management in nearly two-thirds of 
situations sampled. But fewer 1973 managers said they would 
welcome, and more said they would object to, union requests 
to negotiate on behalf of managerial, supervisory, clerical 
and technical employees. 

Most stewards thought the facilities for holding workplace 
meetings were adequate. Very few stewards were dissatisfied 
with their opportunities to contact members at the workplace, 
though (as in 1972) one in three were dissatisfied with the 
physical facilities they had to carry out their job. 


About two-thirds of senior managers said their firms ran or 
sponsored industrial relations courses, but slightly fewer 
1973 stewards had been trained for their jobs. Nearly half 
of all foremen and nearly two-fifths of the stewards had 
taken part in such courses. 

According to stewards, the range of bargaining between 
themselves and managers had marginally increased between the 
two surveys, and the number of issues covered by a collective 
agreement was slightly less than in 1972. Two-thirds of 
stewards who negotiated issues covered by a collective 
agreement said they were trying to improve on a national 
agreement in at least a few cases. Only a minority of 
stewards thought national agreements took sufficient account 
of local conditions. 

The 1973 figures suggest a slight slowing down in the rate of 
increase of the amount of negotiating activity and the range 
0 ls ^ ue ^ negotiated. Nearly half of the stewards (and more 
than half of the senior stewards) thought there were more 
issues that they ought to be able to discuss and decide with 
management. A bigger _ minority of stewards (19%) thought they 
ought to be able to discuss with management 'organisation of 
the firm' . 

The lower proportion of foremen who were said to have agreed 
to discuss and settle additional issues with stewards, and 
the higher proportion who referred the matter to higher 
management, suggests a restriction of the foreman's authority 
to negotiate with stewards in some situations. 
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4 Procedures 
Regulating 
Relationships 
Between Manage- 
ment, Union and 
Employees 


This chapter includes information on the formal and informal 
procedures and agreements between management and unions, the 
processes by which unions and employees raise issues with 
management, and opinions about how well these arrangements 
work. Seven out of ten senior managers said their 
establishment had some kind of joint _ committee or council 
where employee representatives met with management to discuss 
and settle problems. 

Just over one half of managers said their situation was 
subject to a written national agreement. More 1973 managers 
had written agreements above (47%) and at workplace level 
(57%) than in 1972. But the increase in the number of. 
agreements did not result in a corresponding increase m 
either the range of subjects covered or in a greater use of 
procedure . 

Nearly half the foremen in 1973 said the procedure was written 
down rather than done by custom and practice , compared with 
just over a third in 1972. More managers (82%) thought that 
national agreements were useful, and fewer stewards ( - 6 ) 

thought there was scope for improving workplace procedure tor 
dealing with grievances and claims. 

Stewards' access to management was again found to be much 
easier than what is supposed to happen according to the 
procedure. For instance, nearly three-quarters of the 
managers who said their stewards were supposed to get the 
foreman's permission before contacting higher management also 
said the steward had ways of by-passing the foreman. Most 
foremen said their stewards sometimes contacted management by 
directly approaching the higher level. 

Nearly all the stewards said they were allowed to contact 
management above foreman level whenever they felt it necessary 
but marginally fewer 1973 stewards were |very satisfied with 
their amount of access to management. Dissatisfaction was 
least where there was a mixture of formal and informal contact 

Just over half the senior managers in situations with 
stewards dealt directly with them frequently. There was a 
marked increase between the two surveys in the frequency with 
which union officers raised matters concerning the procedure 
for grievances and claims. A majority of sdnior managers 
thought stewards were more important in their system of 
negotiation than full-time officers. Lower managers were 
even more convinced of the importance of stewards, and both 
levels of management preferred to deal with stewards. Twice 
as many stewards in 1973 (30%) as compared with 1972 thought 
that union officers played an unimportant part in local 
negotiations . 

Nearly half the employees worked with their steward, and the 
rest were able to meet him fairly frequently. Four in five 
foremen said they sometimes represented their workers' views 
to management, and nearly half of both managers and foremen 
said they sometimes received representations on behalf or 
workers other than by stewards. About a third of employees 
claimed to have, or to be, a spokesman. Seven in ten 
employees who had both a steward and a spokesman said the two 
co-operated in matters of industrial relations, and m rnany^ 
respects the roles of steward and spokesman appear to be 
similar. 


5 Procedures 
Action 


About two-thirds of the senior managers thought the arrange- 
ments for dealing with employees' grievances and claims worked 
very well. Four in five foremen thought their workers' 
grievances and claims were handled with reasonable speed, but 
only 56% of the employees themselves agreed with this. The 
slight tendency found in 1972 for stewards to rate management 
efficiency in handling industrial relations less highly than 
did union officers was not confirmed in the later survey. 
Nearly half of all the senior stewards, however, said the 
management were not efficient. 

About a third to a half of all types of informant said there 
had been changes in the procedure or formalities of industrial 
relations in their establishment during the last year or so. 
Many answers concerned the introduction of written procedures 
and agreements. 


in This chapter focuses- on the ways in which industrial relations 
procedures work out in practice, including the attitudes of 
the parties to each other and the sanctions used by workers in 
protest against what they regard as unsatisfactory management 
decisions . 

A greater amount of industrial relations activity appears to 
have occurred above rather than at first-level supervision. 
Nearly two-thirds of employees said people in their work 
group sometimes took grievances and claims to management. 

Seven in ten employees in union situations took grievances to 
management, compared with just over half in non-union 
situations . 

Three-quarters of the employees sometimes brought problems to 
their steward without first contacting the foreman. More 
than a third of the stewards said there were circumstances in 
which they were unlikely to get their members to agree with 
them, and wage issues were seen as the most likely cause of 
disagreement . 

A small majority of senior managers thought stewards usually 
took the workers' point of view, but a clear majority of 
employees thought he took a 50-50 view between workers and 
management. Most managers thought that stewards helped in 
varying degrees to solve industrial relations problems, and 
just over half thought they also helped with production 
problems . 

Only two in five employees said that their personal earnings 
had ever been increased as a result of their steward's efforts, 
but seven in ten stewards claimed that they had increased 
members' earnings. 

Nine out of ten stewards thought their work was accepted 
willingly by management, but the proportion of union officers 
saying this about stewards declined from 81% in 1972 to 68% 
in 1973. Only one in ten employees in union situations 
thought management's attitude towards unions was not 
reasonably fair, and there were more stewards than employees 
thinking management was reasonably fair. 
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As in 1972, a majority of all types of informant thought that 
higher levels of management were more reasonable to deal with 
than lower levels. But fewer foremen and more stewards 
thought this in 1973. Slightly more foremen thought stewards' 
demands and workers' grievances were 'always' reasonable. 
Foremen and stewards less often thought management did a lot 
to establish good industrial relations. The general 
conclusion from a grid of questions put to employees is that 
a majority of them saw their management as more strict than 
indulgent about rules but more effective than ineffective in 
dealing with people. 

About half of all informants (and more union officers than 
employees) thought there had been changes in the general 
climate or attitudes of people in the workplace to industrial 
relations. The most frequently reported change was that the 
unions or workers were more militant and more aware of their 
power. The numbers of all informants who thought that 
industrial relations had improved roughly equalled those who 
thought they had deteriorated. 

Two in five managers said they had been affected by a national 
strike - more than in 1972. However, non-national strikes 
were less frequently reported. Nearly four times as many 
employees in unions had been involved in such strikes as 
those employees not in unions. 

Strikes were more frequent in situations with larger numbers 
of employees and where managers said that many grievances and 
claims came to their level. Fewer managers who thought the 
arrangements for dealing with grievances and claims worked 
well reported strikes than did those who thought the arrange- 
ments worked only fairly well or not very well. 

Stewards ' answers showed that there were more strikes where 
higher levels of management were thought less reasonable than 
lower levels, in situations where the stewards felt there was 
scope for improving workplace procedure, and where they were 
dissatisfied with their access to management. Among employee 
trade unionists who thought that management's attitude to 
unions was not reasonably fair, more than a quarter reported 
strikes. 

Overtime bans, threats to strike, and working to rule were 
the most frequent types of pressure used besides strikes. A 
large majority of employees and stewards preferred going 
through the procedure for settling disputes to strikes and 
other forms of pressure. A significant occupational 
difference was the greater preference for strikes among the 
higher levels of both manual and non-manual employees, which 
was not apparent in the 1972 survey. 

Majorities of about two to one employees were in favour of 
strikes in three specific circumstances : management breaking 
an agreement, delay in dealing with grievances, and dis- 
charging workers unfairly. Stewards were slightly more 
inclined than employees to justify strikes in these specific 
circumstances. Only minorities favoured strikes in ccny 
situation to get what was wanted. 
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6 'Episodes' 
Involving 
Industrial 
Relations 


7 Other Aspects 
of Workplace 
Relations 


In each of the sampled workplaces all informants were asked 
to describe any changes which had recently been introduced 
(or proposed) in their situation. Details were subsequently 
recorded about the most recent change. These details are not 
presented in this report, because an examination of selected 
episodes did not suggest conclusions different from those of 
the 1972 survey. Again, people in the same situation very 
often gave different answers to detailed questions of fact. 

The proportion of stewards who could recall an 'episode' in 
the last year or two was larger than in the 1972 survey, 
suggesting a tendency for them to become more involved in 
such episodes, while employees were slightly less often 
involved. There was a general reduction in the number of 
redundancy episodes reported, in line with the national trend 
at that time . 

An important finding brought out by analysis of the episodes 
is the marginal role played by union officers in workplace 
relations. Clearly, many of the day-to-day informal 
accommodations between management and employees' representa- 
tives were not made known to the union officers. But, even 
more than in the earlier survey, the employees themselves 
felt they had not been consulted about, or given notice of, 
the change due to take place. 


Some subjects not covered in previous chapters are dealt with 
here, including earnings, the link between product demand and 
industrial relations, management and productive efficiency, 
the supervisory role of the foreman, and matters of discipline. 

In just over half the situations surveyed at least some 
employees were on some system of payment by results. The 
managers of these employees were mostly not in favour of 
abandoning it as a component of earnings, while those without 
employees on payment by results were generally not in favour 
of introducing it. A majority of foremen would have preferred 
their employees to be paid by results, but the employees were 
equally divided on this issue. A small majority of stewards 
were against it. 

Three-fifths of the employees thought they received a fair 
wage or salary. About a quarter of the senior managers had 
employees whose wages they usually adjusted as a result of 
union settlements to which their firm was not actually a 
party, and in about a third of the cases they paid above the 
union rates. 

Only two out of five of the managers who had experienced a 
change in demand for the products or services of their 
situation said that this had affected their industrial 
relations. Unlike the 1972 survey, the positive effects on 
industrial relations, such as increase in jobs and general 
satisfaction, were more often mentioned than the negative 
effects, such as reduction in jobs and earnings. 
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Three-quarters of the foremen thought that they had adequate 
scope to ensure that the work they supervised was done 
efficiently, but nearly half felt the work could be better 


• 

organised. Four out of five employees had the chance of 
suggesting to management better ways of doing the job, and 
three in five of those who did not would have liked the 
opportunity. 

About two-fifths of all foremen were personally responsible 
for engaging workers, and half as many could dismiss a 
worker on their own authority. Only one out of ten 
employees said the foreman let them know very often whether 
or not he was satisfied with their work, and two-fifths said 
that no one above foreman level ever came round to see them 
personally about any aspect of the work they did. 

Three out of ten foremen said there were circumstances in 
which they could impose penalties to discipline workers. The 
circumstances were mainly bad time-keeping, faulty workmanship 
and misconduct on the job. Nearly all foremen thought that 
matters of discipline were dealt with fairly in their work- 
place, a view that was shared by a large majority of stewards. 

8 Limited 
Comparisons : 
Donovan- 19 72- 
1973 Surveys 

The 1973 survey reported on here is closely comparable to the 
survey carried out in 1972. Furthermore, there is a lesser 
resemblance between these enquiries and the survey carried 
out in 1966 for the Donovan Commission. In this chapter some 
limited comparisons are made between all three surveys. 
Because the Donovan and the other surveys were conducted on 
entirely different sampling bases, valid comparisons are 
extremely difficult. 

There appears to have been an increase since Donovan in 
steward training courses run by firms, and in the proportion 
of workplaces having joint committees. Although there was a 
definite increase between Donovan and 1972 in the proportion 
of managers who thought stewards were very reasonable to deal 
with, this tendency was reversed in the 1973 survey. 

Some other points emerging from the three surveys include: a 
well-developed system of representation in most unionised 
workplaces, a network of informal practices, the reasonable 
and moderating influence of shop stewards , and the marginal 
role played by full-time union officers. 

Although there was only fifteen months between the 1972 and 
1973 surveys, certain changes during that period were 
indicated, for example, an increase in written procedures and 
agreements, the feeling that unions were more militant and 
aware of their power, and increase in the range of bargaining 
between stewards and managers , and more stewards thinking 
that quicker or better results could be obtained by using 
strikes or other forms of pressure. 

9 Further 
Comparisons and 
Overall 
Analysis 

A comparison of answers by pairs of informants in the same 
situation shows that the extent of agreement observed on 
attitude questions was generally little better than would 
have been expected by chance. Even on apparently 'factual' 
questions, the extent of agreement observed was only slightly 
better than chance. 
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Correlational analysis is used to describe the degree of 
association of answers between selected variables. Overall, 
type of industry is the variable most strongly influencing 
answers in the survey, followed by type of production of 
technology and size of situation. 



2 The parties 


In this chapter we present information about trade union 
organisation at the workplace and various matters related to 
management structure and functions. 


2.1.1 Union membership 

Information about the trade union membership of employees was 
obtained from three sources : senior managers were asked 
whether any of the employees in their situation were members; 
foremen were asked whether any of the workers they supervised 
were members; and employees themselves were asked whether 
they were members. Foremen were also asked whether they 
themselves were members of a union. There were no significant 
differences between the 1972 and 1973 surveys in the pattern 
of answers (Table 1). 

Table 1 Union membership 



Senior 

Foremen 

Employees 

Foremen 


managers 

Any workers 

Union 


Union 



Any employees 

supervised 

member? 

member? 


%n a 

umon? 

a 

umon? 






'73 

'72 

'73 

'72 

'73 

'72 

'73 

'72 


% 

% 

% 

% 

% 

% 

% 

% 

Yes 

80 

81 

73 

74 

59 

63 

46 

47 

No 

14 

14 

26 

25 

41 

37 

54 

52 

Don't know 

3 

1 







No answer 

3 

4 

1 

1 




1 

(% base) 

468 

307 

441 

288 

1290 

857 

441 

288 


68% of men employees were unionists compared with 39% of 
women. Among occupational groups thefe was apparently a 
sharp increase in the proportion of lower professional and 
technical employees who were in a union, but the true 
increase is almost certainly not as great as the sample 
figures suggest, due to sampling error (Table 2). 

Employees were invited to state what they saw as the advant- 
ages and disadvantages of belonging to a union. Seven out of 
eight members saw some advantages, although the proportion 
was lower in the distributive trades (Table Al). The 
advantages mentioned covered quite a wide range. 32% (24% in 
1972) said 'fighting for pay rises' was an advantage of 
belonging to a union, and 30% mentioned the 'stronger 
bargaining position as a group'. 


2.1 Union 
organisation 


Nearly half of the members saw some disadvantages of member- 
ship, the most frequently mentioned being 'having to follow 
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Table 2 Whether a union member by employees occupation 


Managers Prof § 
Prof § tech 

tech higher lower 


Clerical 

§ 

allied 


Skilled 


Semi- 

skilled 


Unskilled 


(% base) 


39 


58 


298 


267 


198 


427 


the majority decision (Table A2). There were some 
differences of opinion among occupational groups: unskilled 
workers (35%) less often saw any disadvantages, and clerical 
workers (33%) more often objected to having to follow the 
majority decision. 

In nearly three-quarters of the sampled situations (but in 
only 61% of those in the distributive trades) the selected 
employees were satisfied with what their union did for them. 
But in 36% of the situations the employees thought there were 
ways in which their union could do more for them. This was 
particularly felt in the public sector (45%) but less often 
in offices (17%). The ways in which it was felt unions could 
do more for members are shown in Table A3. The two chief 
changes since 1972 were the smaller proportion of members who 
thought the union could contact them more often and consult 
them about decisions, and the appearance of a small minority 
who wanted their steward to be more efficient. 

2.1.2 Multi-unionism 

The 1973 sample of managers, stewards and foremen included 
significantly lower proportions who said that there was more 
than one union representing employees (Tables 3-5) . There 
was a consistently lower trend to multi -unionism in the 
engineering situations, but some of the other industry 
results were erratic and should therefore be treated as 
amending the 1972 results rather than as representing a real 
change. 

Table 3 Whether more than one union representing employees by industry 


Senior 

managers 


Total 


Yes 

No 

Don't know 
No answer 


Metal 

Mech, 

Food, 

Chems , 

manuf 

instr 

drink 

textls 

etc 

engnr 

fj tob 

etc 

% 

% 


% 

73 

76 


49* 

24 

19 


45 


5 


1 

3 



5 


Distrib Public 
trades 


Office 

§rC 


Transp Other 


(% base**) 297 360 58 38 18 80 

* Textiles 28% (% base 46); chemicals 63% (% base 60) 
** those negotiating with unions 


18 


17 


17 


51 


* The eight headings in this and subsequent ' industry. ’ tables represent a 
condensed version of the Standard Industrial Classification as follows. The 

condensation had to be made because of small samples of situations in some SICs: 
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Metal manufacture, etc 

Mechanical and instrument engineering 

Food, drink and tobacco 

Chemicals, textiles, etc 

Distributive trades 

Public industries - Transport § comm. 

Public industries - others 

Office, etc 


SICs VI, IX, XI, XII 
SICs VII, VIII 
SIC III 

SICs, V, XIII, XV - XIX, part of XXII 

SIC XXIII 

most of SIC XXII 

SIC XXI, parts of II, VI, VII, XI 
Situations where the main activity was 
ancillary to the type of production or 
service of the particular industry - 
mainly offices and warehouses. 


In the 48% of situations where there was more than one union 
representing employees, 46% of stewards said they sometimes 
acted on behalf of another union's members besides their own. 
30% of stewards in multi-union situations said that issues 
they wanted to discuss with management involved other union’s 
members very often, 15% said fairly often, 38% seldom and 13% 
never. 


Few foremen in multi -union situations had to deal 'very often' 
(1%) or 'fairly often' (7%) with grievances or claims 
involving more than one union. 52% of all foremen never 
dealt with multi-union grievances. 


Table 4 Whether any other unions representing employees by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



etc 




§c 

engnr 

§ tob 



Transp 

Other 



% 

% 

% 

% 


% 




% 

Yes 

48 

57 

62 

64 


33* 




41 

No 

51 

42 

38 

36 


62 




59 

Don ' t know 

1 

1 




5 





(% base **) 

251 

179 

50 

33 

15 

60 

12 

17 

18 

46 

* Textiles 

17% 

(% base 23) ; 

chemicals 

; 43% (% 

base 37) 





Table 5 Whether more 

than 

one union 

representing employees 

supervised by industry 

Foremen 












% 

% 

% 

% 

% 

% 

% 


% 

% 

Yes 

29 

37 

40 

26 

14 

26* 

22 


70 

19 

No 

68 

62 

60 

71 

86 

73 

69 


30 

74 

No answer 

3 

1 


3 


1 

9 



7 

(% base **) 

328 

216 

63 

38 

22 

77 

23 

17 

20 

68 


* Textiles 3% (% base 29); chemicals 40% (% base 48) 
** Those in union situations 


2.1.3 The steward system 

We obtained information about the presence of shop stewards 
or their equivalents from four sources. The questions put 
were - 

To senior and lower managers : are there any stewards in the 
situation? 

To foremen: are there any stewards representing the workers 
you supervise? 
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The answers given by managers and employees in 1973 were 
insignificantly different from those in 1972: 77% of 
managers in union situations and 89% of employees said there 
were stewards. But slightly fewer 1973 foremen said that 
there was a shop steward representing the workers they 
supervised (Table 6) . Most of the difference was accounted 
for by the larger proportion of distributive trades and 
office situations in the later survey which had some union 
members but no stewards . Senior stewards or conveners were 
present in 50% of the unionised situations, rising to 75% in 
engineering. 


Table 6 Whether steward ot equivalent representing workers supervised by industry 


Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




■manuf 

instr 

drink 

text Is 

trades 







Sc 

engnr 

§ tob 



Transp 

Other 



% 

% 

% 

% 

% 

% 

% 


% 

% 

Yes 

77 

89 

86 

87 

82 

79* 

57 


90 

58 

No 

20 

11 

14 

13 

14 

18 

30 


10 

35 

No answer 

3 




4 

3 

13 



7 

(% base**) 

328 

216 

63 

38 

22 

77 

23 

17 

20 

68 

* Textiles 

65% 

(% ' 

base 29) ; 

chemicals 87% 

(% base 

48) 





** those in union situations 

The average sizes of stewards' constituencies are shown in 
Table 7. In most industries the constituency sizes were 
smaller in 1973 than in 1972, though sampling error could 
have accounted for some of these differences. The average 
size of senior stewards' constituencies was down to about 300 
in the 1973 sample (from about 600 in 1972) , but again 
sampling error, combined with the larger proportion of office 
situations in the 1973 sample, could have exaggerated the 
true reduction. 

Table 7 Average numbers of members represented by industry 


Stewards 

Total 

Metal 

manuf 

5c 

Mech, 

instr 

engnr 

Food, 
drink 
5 tob 

Chems , 
textls 
5c 

Distrib 

trades 

Public 


Office 

5c 



Transp 

Other 


65 85 

40 

40 


80 




60 

(base) 

251 179 

50 

33 

15 

60 

12 

17 

18 

46 


2.1.4 Stewards ' meetings with members 

In 71% of situations the selected employees said that the 
management allowed their steward to hold meetings at the place 
of work. The proportion varied from 84% in metal manufacture 
to 59% in the non-transport public industries. 

Further information about workplace meetings called by 
stewards was obtained from foremen and from the stewards 
themselves. In 56% of situations where stewards were present, 
the foreman said meetings were held during working hours and 
in 41% (57% in 1972) that they were held during breaks. In 
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71% of cases (90% in 1972) foremen said that permission for 
the meetings had to be obtained first. In 53% of situations 
the steward said he held meetings during working time, 41% 
(49% in 1972) during breaks, and 38% before or after work. 


2.1.5 Meetings between stewards 

Rather fewer stewards in the 1973 survey said that there were 
regular meetings held at the establishment between stewards 
but excluding representatives of management (Table 8). No 
clear trend emerges from an industrial analysis, and the 
safest conclusion is that the 1972 total may have been 
slightly too high in terms of national representativeness. 


Table 8 Whether any regular meetings which stewards can attend (without 
management) by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

text Is 

trades 



$c 




Sc 

engnr 

§ tob 

Sc 


Transp 

Other 



% 

% 

% 

% 


% 




% 

Yes 

52 

59 

60 

73 


49 




50 

No 

47 

41 

40 

24 


51 




51 

No answer 

1 



•3 







(% base *) 232 167 

* Those where more ■ 

47 

than one 

33 

steward 

14 

55 

7 

16 

18 

42 


We distinguished four types of steward meeting, and Table 9 
shows the proportion of situations where the sampled steward 
said the particular type of meeting was held. It will be 
seen that a small reduction occurred between the two surveys 
in meetings of stewards from different unions, which was to 
be expected in a period when multi-unionism was declining. 

Table 9 Types of meetings between stewards 

Stewards Total 

Meetings of stewards held from: '73 ’72 


Own union, own workplace 

36% 

38% 

Own union, different workplaces 

7% 

7% 

Different unions, own workplace 

21% 

26% 

Different unions, different workplaces 

4% 

6% 

At least one of the above types 
(% base, those where more than one 

52% 

59% 

steward 

232 

167 


2.1.6 Characteristics of stewards 

The average age of stewards in the sample was 42 years and of 
senior stewards 38 years. The latter figure is lower than 
the corresponding 1972 figure but this is probably due to 
sampling error arising from relatively small samples. 87% of 
stewards and 94% of senior stewards were men. Stewards had 
represented their members for an average of 5 years, and had 
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been continuously employed at their place of work for an 
average of 11 years. The corresponding figures for senior 
stewards were 4 years and 8 years . 

23% of stewards held another office in their union. In 
transport situations the figure rose to 41%, but the system 
of local representation is somewhat different in the NUR as 
compared with other unions. Most of the other offices held 
by stewards were either branch secretary or committee member. 
58% of senior stewards held another union office, and these 
offices tended to include a wider range of branch posts and 
committee memberships than in the case of 'ordinary' stewards 
Stewards were asked about the circumstances in which they 
first took on their present term of office. The various 
possibilities are set out in Table 10. 


Table 10 Method of election 


Stewards 


Senior 

stewards 


In an unopposed election when the previous steward 
resigned 

In an unopposed election as the first steward in 
the job 

No form of election 

Total unopposed 

In a contested election when the previous steward 
resigned 

By defeating the previous steward 

In a contested election as the first steward in 

the job 

Total opposed 
Not answered 


'73 

’72 

'73 

'72 

% 

% 

% 

% 

40 

46 

64 

47 

23 

22 

14 

13 

12 

10 

12 

8 

75 

78 

90 

68 

15 

14 

7 

11 

7 

5 

2 

17 

3 

2 

- 

4 

25 

21 

9 

32 


1 

1 


251 

179 

89 

76 


(% base) 

38% of stewards (53% of senior stewards) had had to stand for 
re-election while representing their present members. In 1972 
the corresponding figures were slightly higher at 44-6 and 58-6 
respectively. In about a third of cases (a quarter in 1972) 
the election was an opposed one. 

38% of stewards both wanted their union job and were asked to 
take it on (Table 11). About the same proportion had to be 
persuaded to take on the job (a substantial increase on the 
1972 figure of 23%). The remaining quarter wanted the job 
and did not have to be persuaded. 

Only 5% of the stewards interviewed said they spent on 
average 30 or more hours a week on their duties as a steward. 
Among senior stewards the figure rose to 15%. Stewards spent 
on average 7 hours a week on their union duties , and senior 
stewards about 14 hours. 4% of senior managers and 6% of 
lower managers said that some of their stewards spent all 
their time at work (with management agreement) on union 
business . 
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Table 11 Whether wanted present position as steward by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 


Sc 




Sc 

engnr 

S tob 

Sc 

Transp Other 


% 

% 

% 

% 

% 

% 



% 

Wanted it 

25 

24 

26 

24 


28 



19 

Persuaded 
(incl 'no 
one else 
wanted it' 
Wanted it 

37 

23 

30 

36 




33 

46 



§ was asked 
Other 
answers /no 

38 

52 

44 

39 


37 



35 

answer 


1 


1 


2 




(% base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 


2.1.7 Union branch organisation 

Rather more 1973 stewards said that all the members they 
represented belonged to the same union branch (Table 12). 
The variations by industry were erratic, the figure for 
engineering establishments being much below average. 


Table 12 Whether all members steward represents belong to same union branch by 
industry J 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 


Sc 





engnr 

S tob 

Sc 


Transp Other 


% 

% 

% 

% 


% 



% 

Yes 

79 

73 

70 

46 


92* 



83 

No 

21 

27 

30 

54 


8 



17 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 

* Textiles 

100% 

(% base 23) ; 

chemicals 86% 

(% base 

37) 


Stewards whose members were not all in the same branch were 
asked whether it would help them to communicate with their 
members and report back if they were organised in the same 
branch. 25-6 (36-6 in 1972) said yes, 8% said it was impracti- 
cable because their members were scattered, and the rest said 
it would make no difference. 

60% of stewards said they sometimes used branch meetings to 
formally discuss grievances and claims of members. 34% said 
they sometimes used branch meetings to formally decide 
workplace policy. 

According to officers, there were three frequent methods of 
deciding workplace policy: by workplace meetings which the 
officer did not attend (61%) , branch meetings (60%) and 
national level meetings (60%) (Table A4) . Not far behind in 
frequency came workplace meetings which the officer did 
attend (53%), and district level committee meetings (53%). 
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Table 13 How much stewards depend on place of work for contacting members by 
industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 


Sc 




Sc 

engnr 

S tob 

Sc 

Transp 

Other 


% 

% 

% 

% 


% 



% 

Depend 
entirely on 
workplace 

72 

78 

68 

67 


72 



83 

Quite a lot 
Not very 

24 

17 

28 

30 


20 



17 

much 

Other 

3 

3 

4 



8 




answers 

1 

2 


3 






(% base) 

251 

179 

50 

33 

15 

60 

12 

17 

18 46 


72% of stewards and 46% of senior stewards depended entirely 
on the place of work for contacting members (Table 13) . Most 
of the rest depended 'quite a lot'. 


2.1.8 Union role of full-time officers 

Officers had on average held their present posts for nine 
years. The average workload of officers in all industries 
was 11,000 members. 

The contact between union officers and stewards or other 
members was less frequent than between stewards and their 
members (see Table 61). But every officer in the sample had 
had some sort of contact with stewards or members in the 
sampled establishments during the previous twelve months 
(Table A5) . 

Not surprisingly in view of their heavy workload, only 9% of 
officers said they 'very often' had direct contact with 
ordinary members as opposed to communicating with them via 
stewards or other intermediaries (Table A6) . Half of the 
officers seldom had such contact and 7% never. 

In 76% of situations the sampled steward had been in touch at 
least once with his officer on union business during the last 
twelve months. The average number of contacts (where there 
were any) was about nine (12 in 1972) . The only industry to 
differ significantly from the average was food, drink and 
tobacco, in which 87% of stewards had contacted their officer 
an average of 13 times. 

68% of officers had taken part in meetings with members and 
stewards at particular workplaces (apart from branch meetings) . 
In 50% of establishments (64% in 1972) officers said they had 
in the last twelve months organised meetings specially for 
stewards who worked there. A parallel question to stewards 
asked whether the officer held regular meetings of stewards: 

44% of stewards said they did. 
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25% of stewards sometimes had difficulty in contacting their 
officer as and when needed (Table 14) . A sizeable minority 


Table 14 Whether any difficulties experienced in contacting officer as and when 
needed by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Pub Id c 

Office 




manuf 

instr 

drink 

textls 

trades 


§c 




Sc 

engnr 

S tob 

Sc 

Transp Other 


% 

% 

% 

% 


% 



% 

Yes (incl 










' sometimes ' 
No, never 
any 

) 25 

30 

24 

27 


29 



28 

difficulty 

Never 

58 

59 

52 

55 


58 



56 

contact 

officer 

15 

8 

24 

18 


10 



14 

No answer 

2 

3 




3 



2 

(%> base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 


of stewards (38-s) would have liked to have had more contact 
with their officer. 


50% of officers (57% in 1972) had had contact with the 
officers of another union in connection with the sampled 
establishment. Of those officers having such contact, 52% 
said it was seldom, 30% fairly often, and 18% very often. 


2.2 Management 2.2.1 The structure of 'industrial relations situations' 

organisation 

In this section we outline certain structural features of the 
situations which were the basic units within which we drew 
interlocking samples for interview. No consistent attempt 
was made to relate these structural variables to all the 
subjects of the survey, since preliminary analysis suggested 
that the influence of these variables was not great. 

Five variables were measured, the first three referring to 
the establishment as a whole and the other two to each 
sampled situation: (a) the number of situations per 
establishment, (b) whether there were separate personnel 
staff with industrial relations functions on the premises, 

(c) whether the establishment was independent or one of a 
number of establishments belonging to the same organisation, 

(d) the number of levels of management (for industrial 
relations purposes) above the ordinary employees, and (e) the 
number of 'foremen' groups. 

(a) On average there were three situations per establishment, 
but in the distributive trades three-quarters of the 
establishments had only one situation (but it must be 
remembered that the lower limit for sampling distributive 
trades establishments was 100 employees, compared with 
250 in all other sampled industries). 

(b) 65% (55% in 1972) of the situations were in establish- 
ments where there were separate personnel staff with 
industrial relations functions; 82% of metal manufacture 
situations, but only 33% of the public transport ones. 
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(c) 15% (23% in 1972) of the situations were in establish- 
ments which were independent, ie, not part of a larger 
organisation. 

(d) On average there were four levels of management (for 
industrial relations purposes) above the ordinary- 
employees, ie, up to and including the senior manager. 

(e) On average there were eight foreman groups in each 
situation, ie, groups under a first-line supervisor with 
some responsibility for industrial relations. 


2.2.2 The industrial relations role of foremen 

Foremen in situations with stewards were asked how often they 
had settled grievances and claims without reference to higher 
management. 27% said very often, 32% fairly often, 26-6 
seldom and 5% never. 

75% of foremen said they sometimes settled problems raised by 
union members without bringing in their steward. Of such 
foremen, 18% (25% in 1972) said this happened very often, 40% 
said fairly often, and 34% seldom. 42% of foremen (49% in 
1972) said they were very satisfied with the amount of 
authority they had to deal with issues raised by stewards, 

45% were fairly satisfied, and 7% (1% in 1972) dissatisfied. 

28% of foremen said there were questions raised by stewards 
which they had to refer to higher management but which they 
thought they ought to be free to settle themselves. In 
situations with 500 or more employees the proportion was 40%. 
Wage issues were most often mentioned (by 33% of foremen 
thinking there were such issues) , followed by disciplinary 
issues (27%) and working conditions (24%). 


78% of foremen felt their decisions about industrial 
relations were always or usually backed up by higher manage- 
ment, but 17% felt this happened only sometimes (Table 15). 


Table 15 

Whether foremen's 

decisions 

about 

industrial relations are 

backed up by 


higher 

management by industry 






Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



5c 




5c 

engnr 

§ tob 



Transp 

Other 



% 

% 

% 

% 

% 

% 

% 



% 

Always 

42 

35 

38 

35 

33 

39 

59 



49 

Usually 

36 

42 

44 

40 

42 

34 

26 



32 

Sometimes 

17 

17 

14 

18 

13 

24 

15 



13 

Don't know/ 










no answer 

5 

6 

4 

7 

12 

3 




6 

(% base *) 

362 

251 

66 

40 

24 

83 

27 

13 

19 

90 


*Those with workers who raise grievances 
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2.2.3 Keeping lower levels informed 

Senior managers were asked whether they always kept lower 
levels of management informed if and when they decided issues 
with stewards. 83% (89% in 1972) said they always did (only 
64-6 in office situations) , and 8% said they sometimes did, 
depending on the issue. The most frequently used methods of 
informing lower levels were: orally or in person (88% of 
managers informing), written instructions or notices (55%), 
and formally down the chain of management (16%) . The answers 
of lower managers on this question were generally similar to 
those of senior managers. 

Foremen were asked how they normally came to hear when some- 
thing was settled at a higher level of management with 
stewards. 45% (71% in 1972) said management told them, 14% 
(8%) said they heard it from the stewards, 25% (7%) said both 
parties told them, and 5% said the workers on the shop floor 
told them. Asked whether the method of being told worked 
out all right in practice or not, 75% of foremen (81% in 
1972) said it did and 17% said it didn't. 

64% of foremen thought that higher levels of management kept 
them well enough informed if and when they decided issues 
with stewards (Table A8) . 52% of foremen (64% in 1972) 

thought that higher management fully appreciated their 
problems in dealing with stewards, and most of the rest 
thought their problems were partly appreciated. 


2.2.4 Employers' associations 

Senior managers were asked whether their establishment was a 
member of any employers' association. 15% did not know or 
did not answer, but of the remainder just over two-thirds 
said yes. These, proportions were insignificantly different 
from those in the 1972 survey and, with the exception of the 
lower affirmative responses for distributive trades and 
public industries and the higher ones for engineering, the 
industrial variations are unreliable. 
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3 Union recognition and the scope 
of bargaining 


This chapter deals with the extent to which some managements 
negotiate with unions and others receive requests from unions 
for recognition, the industrial relations facilities provided 
for unions at workplace level, and the scope of actual and 
desired bargaining between representatives of the two sides. 


3.1 Union 3.1.1 Management negotiation with unions 

recognition . 

The overall proportion of sampled situations in which the 

senior manager said there were negotiations with unions on 
behalf of employees was 66% in 1972 and 63% in 1973 (Table 
16). This difference is not significant and is mostly 
explained by the higher proportion of non-unionised office 
situations in the 1973 sample. Most of the differences 
within each industry between the surveys could be accounted 
for by sampling error, and the apparently big drop in union 
recognition in the distributive trades is due to a 1972 
sample which by chance over-represented establishments 
recognising unions (particularly co-operative societies) . 


Table 16 Whether management negotiates with union on behalf of employees by 
industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

managers 



manuf 

instr 

drink 

text Is 

trades 



Sc 

engnr 

S tob 

Sc 



% 

% 

% 

% 

% 

% 

% 

Yes 

63 

66 

76 

83 

62 

75 

39 

No 

36 

30 

23 

17 

38 

24 

61 

No answer 

1 

4 

1 



1 


(% base) 

468 

307 

76 

46 

29 

106 

46 


Transp Other 


Office 

Sc 


85 

15 


40 

59 

1 


18 


20 127 


3.1.2 Reaction to request for union recognition 

Some changes appear to have taken place between the two 
surveys in managements 1 reaction to union requests for 
recognition to negotiate on behalf of various categories of 
employee (Table 17) . Rather fewer 1973 managers said they 
would welcome, and rather more said they would object to, 
such requests in respect of managerial/supervisory, clerical 
and technical employees. 
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3.1.3 Management's fairness in not recognising unions 

When employees were asked whether they thought their 
management's attitude in not recognising unions was 
reasonably fair or not, 81% either said that it was fair or 
that they didn't know (Table A9) . The only substantial 
minority (21%) thinking the management's attitude was not 
fair was in food, drink and tobacco. 


3.2 Industrial 3.2.1 Provision for steward meetings with members 

relations 

facilities In 79% of situations where the steward was allowed to hold 

workplace meetings (see 2.1.4) the employees thought that the 
facilities for those meetings were adequate (Table A10) . 
However, in the distributive trades 36% of employees thought 
the facilities were inadequate. 


Table 17 Reaction to union request for recognition to negotiate on behalf of 
certain categories of employees 


Senior managers Managerial/ Clerical Technical Manual 

supervisory 



'73 

'72 

'73 

'72 

'73 

'72 

'73 

'72 


% 

% 

% 

% 

% 

% 

% 

% 

Welcome it 

6 

11 

5 

11 

10 

22 

8 

11 

Accept it/no objection 

27 

25 

32 

25 

29 

18 

26 

23 

Accept it but with some reservation 

22 

27 

26 

32 

25 

27 

30 

29 

Object to it 

32 

25 

25 

13 

29 

16 

18 

18 

Refer to higher authority 

7 

9 

7 

10 

5 

12 

5 

16 

Consider/discuss it 

1 

2 

1 

3 


2 

3 


Other answers 

3 

1 

3 

3 

2 

1 

7 


Don't know 

2 


1 

3 


2 

3 

3 

Total 

100 

100 

100 

loo- 

100 

100 

100 

100 

(% base j situations with 









particular types of non-unionist) 

236 

209 

193 

182 

41 

97 

73 

70 


3.2.2 Satisfaction with opportunities to contact members 

Very few stewards were dissatisfied with their opportunities 
to contact members at the workplace, and there was little 
variation among industry groups (Table 18). 12% of senior 

stewards were dissatisfied in this respect, which no doubt 
reflects their larger and more scattered constituencies. 
Stewards who were dissatisfied with opportunities to contact 
members at the workplace were asked whether they were 
satisfied with opportunities to contact them outside the 
workplace, but the numbers involved were too small to analyse. 

Also, union officers were generally satisfied with their 
opportunities to communicate with stewards and members at the 
workplace (Table All). 
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Table 18 Whether satisfied with opportunities to contact members at workplace by 
industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

text Is 

trades 








engnr 

§ tob 

f*c 

Transp 

Other 


% 

% 

% 

% 


% 




% 

Very 

satisfied 

67 

71 

74 

64 


73 




66 

Fairly 

satisfied 

Dis- 

26 

26 

22 

30 


23 




23 

satisfied 

7 

3 

4 

6 


4 




11 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 

18 

35 


3.2.3 Time off for performing duties as a steward 

70% of foremen (85% in metal manufacture) claimed that the 
stewards they dealt with had time off from work to perform 
their duties as stewards. The average number of hours off 
was thought to be about three per week. 


3.2.4 Satisfaction with physical facilities 

Stewards were asked how satisfied they were with the physical 
facilities they had to carry out their job as a steward - 
things like accommodation, a telephone, typing, and so on. 
They were fairly evenly divided between the three categories 
of 'very satisfied, 'fairly satisfied' and 'dissatisfied', 
and the industry variations were small (Table 19). However, 
there is some indication that satisfaction on this issue is 
linked with stewards' satisfaction with their own position 
and prospects : thus of those who were uncertain of their 
continued employment 46% were dissatisfied with the physical 
facilities . 


Table 19 Whether satisfied with physical facilities to carry out job as steward 
by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 








engnr 

§ tob 



Transp 

Other 


% 

% 

% 

% 


% 




% 

Very 

satisfied 

37 

33 

32 

30 


36 




40 

Fairly 

satisfied 

Dis- 

31 

35 

38 

37 


39 




27 

satisfied 

32 

32 

30 

33 


25 




33 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 

18 

46 


26 


3.2.5 Industrial relations training 


About two-thirds of senior managers said their firm ran or 
sponsored courses for employees which included training in 
industrial relations (Table 20). The only industry to be 
appreciably below average was the distributive trades, but it 
must be remembered that the sample included smaller 
establishments (100+ employees) in this industry. In situa- 
tions with 500 or more employees 86% of managers said they 
had such courses, but in situations with 25-49 employees the 
figure was 54%. Of those who ran such courses, 92% said they 
were for managerial and supervisory staff, 23% for clerical 



(47% in 

1972) 

for shop 

stewards 

Table 20 

Whether firm runs 

or sponsors courses for 


training in industrial relations by indusl 

Senior 

Total Metal 

Mech, 

Food, 

Chems , 

managers 

manuf 

instr 

drink 

text Is 


Sc 

engnr 

S tob 

Sc 


% % % 

% 

% 

% 

Yes 

63 66 59 

67 

66 

58* 

No 

33 29 37 

30 

17 

40 

Don't know/ 




no answer 

4 5 4 

3 

17 

2 


Transp Other 


Office 

Sc 


48 

46 


"0 

90 

10 


64 

33 


(% base) 468 307 76 46 29 106 46 

* Chemicals 70% (% base 60); textiles 41% (% base 46) 


18 


20 127 


Nearly half of all foremen said they had taken part in a 
course specifically designed to help them -deal with 
industrial relations (Table A12) . 37% of stewards (43% in 

1972) and 63% of senior stewards said they had taken part in 
a course of training or instruction for their job as a 
steward (Table 21). 41% (35% in 1972, of such courses were 

run by the union, 20% by the employer, 18% by the TUC, 18% by 
colleges or universities, and 3% by other bodies. In 72% of 
cases (78% in 1972) the course was run for union representa- 
tives only. 

Table 21 Whether took part in any course of training or instruction for job as 
steward by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

text Is 

trades 


Sc 




Sc 

engnr 

S tob 

Sc 


Transp Other 


% 

% 

% 

% 


% 



% 

Yes 

37 

43 

28 

42 


35 



41 

No 

63 

57 

72 

58 


65 



59 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 


27 


Table 22 Issues ever personally settled 


Senior 

managers 


Yes , 
with 
stewards 


a) Wage Issues 


Basic time rates 30 

Piece work prices 21 

Other forms of bonus payments 38 
Plus paymts for dirty work §c 30 
Job evaluation 36 up 

Merit money 23 

Promotion or upgrading 41 

Pensions 8 

b) Working Conditions 

Allocation of work 48 

Pace of work 36 

Quality of work 48 

Safety questions 62 

Health questions 53 

Manning of machines 40 up 

Transfer fr.one job to another 59 
Genl. conditions in workplace 68 

Intro, of new machine ry / j obs 55 

c) Hours of Work 

Overtime arrangements 58 

Breaks in working hours 45 

Stopping and starting times 46 

Holidays 44 


d) Discipline 


Suspensions 48 
Dismissals 58 
Other disciplinary action 58 

e) Employment issues 

Taking on new labour 40 
Number of apprentices 19 
Short time 26 
Redundancy questions 40 


(% base 3 those who dealt 
with stewards) 290 

(% base j all stewards) 


Foremen Stewards 


Usually Yes, 


With 

With 

By 

settled 

settled 

manager 

foreman 

collect- 

at 



freq- 

freq- 

ive 

foreman 



uent ly 

uent ly 

agree- 

level 





ment 

% 

% 


% 

% 

% 

4 

31 


12 

2 

56 

4 dn 

22 

up 

9 

4 

22 

9 dn 

33 


14 

3 

25 

13 

22 


4 

2 

18 

13 

26 

up 

10 

1 

22 

5 

15 


4 

1 

16 

9 

28 


6 

2 

20 

2 

9 


1 


25 dn 


56 

up 

41 

10 

11 

12 


33 

dn 

27 

6 

5 

11 


47 


29 

9 

7 

12 


51 


55 

22 

10 

24 

dn 

30 


39 up 

12 

4 

21 

dn 

34 

up 

20 

6 

4 

14 


48 

49 

12 

6 

14 

dn 

48 


58 

24 

13 

20 

dn 

17 


32 

6 

3 

13 



44 

49 

14 dn 

12 

31 

24 

29 

7 

3 

29 dn 

23 

29 

6 

2 

27 

27 

38 up 

12 

2 

49 


9 dn 

37 

up 

5 

1 

21 

9 

43 

up 

5 

1 

22 

26 

40 


6 

3 

18 


19 up 

26 up 

6 

3 

12 

4 

10 up 

3 

1 

12 

4 

19 

2 

1 

13 dn 

3 

30 up 

4 

1 

27 dn 


181 

251 251 251 251 
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3.3 Range of 3.3.1 Number of issues personally settled 

Bargaining 

In order to get information about the range of workplace 
issues which were the subject of bargaining between union 
representatives and management, we asked managers, foremen 
and stewards which of 28 specified issues they personally 
negotiated with their opposite numbers. These subjects fell 
into five broad groups - wage issues, working conditions, 
hours of work, discipline, and employment issues, and details 
are given in Table 22 and A13. 

Where the figure for 1973 was significantly up or down on 
1972 this is indicated, and it will be seen that between the 
two surveys there was a slight tendency for bargaining 
between managers and stewards to increase at the expense of 
issues covered by collective agreement. In a few cases 
informants mentioned other issues beyond the 28 presented to 
them on a card, but since these other issues were not put to 
all informants any figures would not be meaningful. 

When interpreting the figures in the tables it must be borne 
in mind that they are based on all informants who took part 
in negotiation with the type of person specified. The 
percentages shown are, for some particular issues, less than 
they would have been if calculated on the extent of bargain- 
ing possible in the situation: for example, negotiations over 
piecework prices will only occur where payment by results of 
that kind is in operation. 

To some extent the settlement of issues by the steward 
personally or by collective agreement are alternatives, 
although in many cases a particular issue was said to be 
settled in both ways. For example, 49% of stewards settled 
'transfer from one job to another' with management, but only 
14% said this was (also) covered by some form of collective 
agreement. On any particular issue the ratio between 
individual bargaining and collective agreement is an 
indication of the stewards' involvement in local bargaining. 


Table 23 

Number 

of 

issues 

ever personally 

settled 

with stewards by industry 

Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 

managers 



manuf 

instr 

drink 

text Is 

trades 


Sc 



Sc 

engnr 

§ tob 

Sc 

Transp Other 


% 

% 

% 

% 

% 

% 

% 


% 

None 

13 

9 

9 

9 

18 

10 

45 


14 

1-3 

6 

7 

3 

3 

9 

7 

10 


10 

4-6 

9 

9 

8 


9 

10 

10 


7 

7-10 

15 

12 

8 

22 

27 

18 

15 


12 

11-15 

24 

24 

21 

31 

10 

22 

5 


31 

16+ 

33 

32 

51 

35 

27 

33 

15 


26 

No answer 


7 








(% base , 

290 216 

63 

32 

22 

78 

20 

16 17 

42 

Average no 

• 









of issues 

12 

12 

14 

13 

11 

12 

10 


11 


As a means of summing up the ranges of bargaining -in the 
situations sampled, we added the total number of issues 
mentioned by each informant and grouped informants according 
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to the extent of their bargaining irrespective of subject. 

For managers we calculated separate ranges of bargaining with 
stewards and union officers (Table 23 and A14-15) . 

In metal manufacture more than half of the senior managers 
had negotiated 16 or more issues with stewards. But managers 
in office situations showed the biggest increase in their 
range of bargaining between the two surveys. 


Table 24 

Number 

of 

issues 

ever personally 

settled with management by industry 

Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib Public 

Office 




manuf 

instr 

drink 

textls 

trarlfis 









fjC 

engnr 

§ tob 

$c 

Transp Other 



% 

% 

% 

% 


% 


% 

None 

8 

14 

2 



7 


17 

1-3 

23 

19 

22 

18 


25 


28 

4-6 

14 

15 

14 

9 


7 


24 

7-10 

14 

22 

14 

30 


14 


9 

11-15 

23 

17 

32 

21 


26 


13 

16+ 

17 

13 

16 

21 


21 


9 

(% hose) 

251 

179 

50 

33 

15 

60 

12 17 18 

46 

Average no. 








of issues 

9 

8 

10 

10 


10 


6 

Table 25 

Number 

of 

issues 

covered by collective agreement by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib Public 

Office 




manuf 

instr 

drink 

textls 


$c 








§c 

engnr 

§ tob 


Transp Other 



% 

% 

% 

% 


% 


% 

None 

26 

25 

34 

24 


25 


26 

1-3 

21 

20 

32 

30 


18 


17 

4-6 

17 

10 

16 

24 


23 


7 

7-10 

11 

19 

8 

9 


9 


15 

11-15 

11 

11 

6 

9 


15 


11 

16+ 

12 

15 

4 

3 


8 


20 

No answer 

2 





2 


4 

(% base) 

251 

179 

50 

33 

15 

60 

12 17 18 

46 

Average no. 








of issues 

6 

7 

3 

4 


5 


1 


The average number of issues foremen ever discussed with 
stewards was 10 (Table A16) . However, the average number of 
issues settled at foreman level was 6, and the average number 
settled at a higher level was 4. 

Senior stewards had a larger range of bargaining with 
managers - an average of 13 issues ever settled - than did 
ordinary stewards . The numbers of senior stewards were not 
large enough to permit analysis by industry group. 

It should be noted that the figures in Table 24 refer to 
issues ever settled with managers or foremen. The average 
number of issues settled frequently with managers was 2 for 
ordinary stewards and 5 for senior stewards, and the average 
number settled frequently with foremen was one for ordinary 
and 2 for senior stewards . 
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In addition to industry, the findings on ranges of bargaining 
were analysed according to size of situation, type of 
production, and type of payments system. The results for 
senior managers may be taken as typical of the general 
picture, which was broadly the same in 1973 as in 1972. The 
range of bargaining increased steadily with size of situation, 
from an average of 3 issues bargained with stewards in 
situations employing 25-49 persons to 11 in situations 
employing 500 or more. This is reflected in the frequency 
with which particular issues were settled in the various 
sizes of situation: for example, bonus payments other than 
piece work prices were settled in 25% of the small situations 
and 63% of the large, while dismissals were settled in 38% 
and 83% respectively. 

The average range of managers' range of bargaining with 
stewards varied from 8 issues in maintenance/servicing/ 
repairs situations to 11 in mass and batch production. In 
situations where some workers were paid by results, 52% of 
managers compared with 17% where there was no payment by 
results . 


3.3.2 Seeking to improve on national agreements 

Stewards were asked whether, referring to the subjects they 
settled with managers, they were seeking to improve on a 
national agreement. Of those stewards who settled at least 
one issue which was subject to a national agreement, 62% said 
they were seeking to improve on a national agreement in a few 
or more cases (Table 26). Four-fifths of senior stewards 
said they were seeking to improve on a national agreement. 

The senior stewards' figure for 'all cases' was 35%. 

31% of stewards who settled issues subject to national 
agreement said that the existing agreement restricted their 
own bargaining in getting a better deal 'a lot', 34% said 
'a little' and 32% 'not at all' (Table 27). 74% of the same 

group of stewards said that national agreements did not take 
sufficient account of local conditions. (Table A17) 


Table 26 Whether seeking to improve on a national agreement in the subjects 
settled by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 


§c 




§c 

engnr 

§ tob 

§c 


Transp Other 



% 

% 

% 

% 


% 



% 

In all cases 

26 

20 

28 

36 


27 



1 3 

Most cases 

12 

11 

6 

12 


23 



7 

Some cases 

11 

18 

16 

12 


12 



J 

£ 

Only a few 

13 

15 

9 

12 


16 



£ ; 

None 

33 

34 

35 

24 


20 



69 

No answer 

5 

2 

6 

4 


2 



3 


(% base , 177 123 32 25 11 44 io 

those settling issues and having collective agreement) 


31 


Table 27 How far any existing national agreement restricts bargaining in getting 
a better deal by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



Sc 





engnr 

§ tob 

Sc 


Transp 

Other 



% 

% 

% 

% 


% 




% 

A lot 

31 

30 

34 

28 


23 




38 

A little 

34 

29 

34 

36 


39 




24 

Not at all 

32 

39 

32 

32 


36 




38 

No answer 

3 

2 


4 


2 





(% base. 

177 

123 

32 

25 

11 

44 

10 

15 

9 

31 

those settling issues 

and having oo 

lleotive agreement) 







3.3.3 

Changes 

in amount 

of negotiating 

activity 



A very 

slight indication 

that the rate of increase in the 



range of bargaining between stewards and 

management may be 



slackening is 

suggested by the marginally lower proportion of 



1973 stewards 

who said that the 

amount of negotiating activity 



had increased 

since they had become stewards (Table 28) . The 



change 

in the 

managers ' answers 

to the same question between 



the two 

surveys was in the same 

direction, but not statisti- 



cally significant (Table 

29 and A18) . 


Table 28 

Whether amount of 

negotiating activity has 

changed 

since becoming 


steward by industry 





Stewards 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public Office 



manuf 

instr 

drink 

textls 

trades 

Sc 



Sc 

engnr 

S tob 

Sc 


Transp Other 


% % 

% 

% 


% 


% 

Increased 

52 58 

43 

55 


59 


42 

Decreased 

12 2 

8 

15 


11 


13 

Same 

36 35 

49 

30 


30 


45 

(% base. 

230 155 

49 

33 

14 

56 

11 

17 12 38 

those who 

settled issues) 






Table 29 

Whether amount of 

negotiating activity has 

changed 

since becoming 


manager by industry 





Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public Office 

managers 


manuf 

instr 

drink 

textls 

trades 

Sr 


Sc 

engnr 

S tob 


Transp Other 


% % 

%. 

% 

% 

% 

% 

% 

Increased 

47 50 

56 

41 

50 

51 

10 

43 

Decreased 

9 8 

10 

15 

5 

6 

5 

10 

Same 

37 36 

30 

44 

27 

35 

55 

43 

Don ' t know 1 1 

1 




5 


No answer 

6 5 

3 


18 

8 

25 

4 

(% base , 

290 216 

63 

32 

22 

78 

20 

16 17 42 


those who dealt with stewards) 


32 


The suggestion, based on 1972 figures, that there might have 
been a shift in negotiating activity between levels of 
management, eg from senior manager to lower manager, was not 
borne out by the 1973 results. Other detailed findings on 
this question are shown in Tables A19-20. 


3.3.4 Changes in range of issues negotiated 

Apart from the amount of negotiating activity, there is the 
question of whether the range of issues negotiated has 
changed. Again, many more informants thought the range had 
increased in their situation than thought it had decreased 
since they had been in their present positions (Tables 30-31 
and A21-22) . However, the 1973 figures suggest a slight 
slowing down in the rate of increase as compared with 1972. 

The stewards' ratio of in creased/ decreased range of issues 
negotiated (30%: 10%) was closely matched by the senior 
stewards' 33%: 13%. An indication of the expanding range of 
bargaining by stewards in office situations was their ratio 
of 34%: 3%. 


Table 30 Whether range of issues negotiated has changed since becoming manager 
by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

textls 

trades 








engnr 

§ tob 

§c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 



% 

Increased 

35 

40 

44 

31 

46 

40 




24 

Decreased 

4 

3 

3 

9 


6 




5 

Same 

53 

50 

48 

57 

36 

46 

75 



67 

Don't know 1 

1 

2 








No answer 

7 

6 

3 

3 

18 

8 

25 



4 

(% base , 

290 

216 

63 

32 

22 

78 

20 

16 

17 

42 

those who 

dealt with stewards) 







Table 31 

Whether range of 

issues settled with management has changed since 


becoming steward by industry 






Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



$c 




§c 

engnr 

§ tob 



Transp 

Other 



% 

% 

% 

% 


% 




% 

Increased 

30 

33 

27 

33 


29 




34 

Decreased 

10 

13 

10 

9 


13 




3 

Same 

60 

54 

63 

58 


58 




63 

(% base 3 

2 SO 

155 

49 

33 

14 

56 

11 

17 

12 

38 


those who settled issues) 

Informants who said their range of bargaining had increased 
were asked which types of issue had been added. The compara- 
tive answers are given in Table 32, which shows the 
increasing importance of working conditions especially as a 
subject of bargaining (but the rate of increase seems to have 
slowed down in 1973 as compared with 1972). 
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Table 32 Extra issues subject to negotiation since informants had been in their 
present positions 



Senior 

managers 

Lower 

managers 

Foremen 

Stewards 

Senior 

stewards 


'73 

'72 

'73 

•72 

'73 

'72 

'73 

’ 72 

'73 

•72 


% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Wage issues 

48 

47 

52 

47 

28 

36 

53 

57 

46 

73 

Working conditions 

62 

83 

69 

76 

61 

69 

56 

69 

64 

62 

Hours of work 

39 

53 

28 

33 

25 

31 

29 

37 

25 

38 

Discipline 

41 

41 

35 

59 

17 

35 

33 

32 

32 

32 

Employment 

40 

39 

22 

38 

6 

7 

27 

21 

39 

38 

(% base j those 

102 

86 

57 

38 

36 

21 

70 

51 

28 

34 


whose range of issues had increased) 


Although in theory the percentages on both the management and 
union sides should agree, the results are complicated by the 
fact that they are based on different proportions of 
informants who said their range of bargaining had increased 
and that different levels on both sides were involved in the 
increases . 


3.3.5 Extending the range of bargaining 

Stewards, their members and union officers were asked whether 
there were any kinds of issues which they thought union 
representatives ought to be able to discuss and decide with 
management but which the latter regard as their own right to 
decide. 43% of all stewards (58% of senior stewards) felt 
there were such issues (Table 33). However, only 17% of 
employees took this view. It should be noted that the 
comparatively low and probably 'freak' figures of 1972 
stewards and employees in engineering situations wanting to 
extend the range of bargaining were not repeated in 1973, 
which showed the engineering figures to be rather above 
average . 

The question to union officers referred to both officers and 
stewards extending their range of bargaining, and answers 
were on the whole similar to those of stewards (Table A23) . 


Table 33 Whether any questions which stewards ought to be able to discuss and 
decide with management by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 







ffC 

engnr 

8 tob 

8c 


Transp 

Other 



% 

% 

% 

% 


% 




% 

Yes 

43 

45 

36 

58 


38 




48 

No 

56 

53 

64 

42 


60 




50 

No answer 

1 

2 




2 




2 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 

18 

46 


34 


Table 34 Whether any questions which steward ought to be able to discuss with 
management by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

text Is 

trades 



§c 




§c 

engnr 

§ tob 



Transp 

Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

17 

16 

17 

23 

25 

18 

3 

13 

18 

17 

No 

47 

49 

55 

32 

53 

49 

53 

48 

45 

44 

Don't know 

34 

33 

26 

43 

22 

31 

41 

39 

37 

36 

No answer 

2 

2 

2 

2 


2 

3 



3 

(% base , 

680 

491 

137 

84 

40 

173 

32 

46 

49 

119 


those in union with steward) 

64% of stewards who said the range of issues they settled 
with management had increased since they had been a steward 
also said there were more issues they ought to be able to 
discuss and decide; only 22% of stewards who said the range 
had decreased also said this. It seems that in this respect 
the appetite tends to grow by what it feeds on. 

Table 35 shows, for all three types of informant, which types 
of issue they thought should be additionally negotiated. 

There was a marked increase between the two surveys in the 
proportion of stewards who thought they ought to be able to 
discuss 'organization of the firm', but otherwise the results 
were similar. It should be remembered that the percentages 
are based on those informants who thought there were issues 
to be negotiated. For example, although only 5% of 43% of 
stewards wanted to negotiate about the financial situation of 
the firm, this is about the same proportion as the 14% of 17% 
of employees. 


Table 35 Types of issues which it was felt stewards 
and decide with management 

ought 

to be 

able to discuss 


Stewards 

Employees 

Union 






officers* 


'73 

•72 

'73 

'72 

'73 

'72 


% 

% 

% 

% 

% 

% 

Wage issues 

39 

35 

22 

25 

39 

40 

Working conditions 

23 

21 

21 

19 

25 

15 

Employment issues 

23 

21 

5 

6 

27 

1 

Hours of work 

10 

20 

9 

13 

11 

28 

Discipline 

5 

6 

1 

1 

5 

3 

Financial situation of firm 

5 

6 

14 

11 

25 

28 

Organisation of firm 

19 

3 





(% base 3 those who thought 

111 

83 

132 

91 

56 

47 

there were issues to be negotiated) 







* Question referred to union officers or 

stewards 






20% of foremen had been asked by a steward to give him the 
right to discuss and settle additional issues. 12% (47% in 
1972) of such foremen said they agreed to discuss and settle 
the issue, 44% (30% in 1972) referred it to higher management, 
and 15% agreed to discuss it for settlement at a higher level. 
The changes between the two surveys suggest a restriction of 
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the foreman's authority to negotiate with stewards in some 
situations . 


3.3.6 Time spent in bargaining 

In situations where there were stewards, 86% of senior 
managers and 91% of lower managers said they spent some time 
dealing with stewards. The average amount of time spent per 
week was three hours for both senior and lower managers. 
Foremen were asked how much time they spent dealing with 
grievances and claims advanced by union members and/or their 
stewards, and this averaged one hour per week. 


4 Procedures regulating relationships 
between management, union and 
employees 


The matters covered in this chapter include the formal and 
informal procedures and agreements operating between 
management and unions, processes by which union representa- 
tives and employees raise issues with management, and 
opinions about how well these various arrangements work. 

4.1 Procedures 4.1.1 Joint committees 

and Agreements 

69% of senior managers said they had joint committees or 
councils in the workplace where representatives of 
employees met jointly with management to discuss and settle 
problems. These committees were common in the heavy 
industries, but much less common in distributive trades 
(Table 36). In situations with 500 or more employees 84% of 
managers said they had joint committees. 


Table 36 Whether any joint employee -management committees or councils in the 
workplace, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

textls 

trades 



Sc 




Sc 

engnr 

§ tob 

Sc 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 


% 

% 

Yes 

69 

72 

86 

78 

65 

70 

35 


100 

59 

No 

28 

24 

12 

22 

21 

26 

59 



39 

No answer 

3 

4 

2 


14 

4 

6 



2 

(%> base) 

468 

307 

76 

46 

29 

106 

46 

18 

20 

127 

Table 37 

Whether any j oint 

employee -management committees or councils in 

the 


workplace. 

by industry 







Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



Sc 





engnr 

S tob 

Sc 


Transp 

Other 



% 

% 

% 

% 


% 




% 

Yes 

71 

76 

72 

64 


80 




63 

No 

28 

24 

28 

36 


20 




33 

No answer 

1 









4 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 

18 

46 


71% of stewards said there were joint committees in their 
establishment (Table 37). As in 1972, stewards in the heavy 
industries were less likely than managers to say that there 
were joint committees. 56% of all the joint committees were 
said by stewards to have only stewards as employee 
representatives, 35% some stewards, and 6% none. 
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4.1.2 Written agreements - national level 

53% of the senior managers interviewed said that their 
situation was subject to a written national agreement, ie, 
negotiated by an employers' association (Table 38). In some 
cases (notably in the public sector and in the distributive 
trades), the situation was said to be subject to a national 
agreement, although the establishment itself was not a 
member of an employers' association. The answers to both 
these questions need to be treated with some caution. 

There was a tendency for the larger situations to have 
managers who reported being subject to national agreements 
(72% in those employing 250-499 and 40% in those employing 
25-49). There was also a difference between those in 
fabrication/assembly situations (81%) and those in office/ 
distribution/transport situations (37%) . 


Table 38 Whether situation is subject to any written national agreements, by 
industry 


Senior 


Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 




manuf 

instr 

drink 

text Is 

trades 



Sc 





Sc 

engnr 

§ tob 

§c 


Transp 

Other 




% 

% 

% 

% 

% 

% 

% 


% 

% 

Yes 


53 

52 

59 

65 

52 

65 

35 


80 

35 

No 


40 

37 

33 

33 

31 

26 

57 


20 

62 

Don't know/ 











no answer 


7 

11 

8 

2 

17 

9 

8 



3 

(% base) 


468 

307 

76 

46 

29 

106 

46 

18 

20 

127 

Table 39 

Whether there has 

been an 

increase 

in the 

range of matters 

covered, by 


national ; 

agreements in the 

last few years 

, by industry 



Senior 


Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 




manuf 

instr 

drink 

text Is 

trades 



Sc 





§rC 

engnr 

§ tob 

Sc 


Transp 

Other 




% 

% 

% 

% 


% 




% 

Yes 


31 

36 

20 

23 


32 




33 

No 


56 

52 

72 

67 


58 




59 

Don ' t know/ 











no answer 


13 

12 

8 

10 


10 




8 

(% base , 


263 

160 

46 

30 

19 

72 

19 

15 

16 

46 


those subject to written national agreements) 

Managers subject to national agreements were asked whether, 
in the last few years, there had been any increase in the 
range of matters covered by the agreement (s) . The answers 
are given in Table 39. There was generally less change in 
the use of external stages of nationally agreed procedure 
(Table A24) . 

Union officers were asked whether the establishment was 
subject to any written national agreements. 80% (68% in 1972) 
said yes, which compares with the 53% of managers in union 
and non-union situations who said they were subject to such 
agreements. But it should be remembered that officers were 
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interviewed only where they took an active part in workplace 
negotiations, and such workplaces might be expected more 
often to be subject to national agreements. 


4.1.3 Written agreements - above workplace level 

47% of senior managers (38% in 1972) claimed that, apart from 
any national agreement, they had a written agreement above 
the level of the workplace for settling grievances and claims 
(eg, a written agreement negotiated within the company or its 
divisions). The industrial variation in answers was generally 
small (Table 40). 


Table 40 Whether any written agreement above workplace level, apart from 
national agreements , by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

textls 

trades 







Sc 

engnr 

S tob 

Sc 


Transp Other 



% 

% 

% 

% 

% 

% 

% 


% 

% 

Yes 

47 

38 

47 

52 

52 

44 

37 


60 

42 

No 

45 

52 

49 

41 

31 

46 

52 


35 

52 

Don't know/ 











no answer 

8 

10 

4 

7 

17 

10 

11 


5 

6 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 

20 

127 




41% of managers 

subject 

to such agreements said 

that in the 




last few 

years there had 

been an 

increase in the 

range 

of 




matters 

covered by them 

(Table A25) . 27 

% of the 

managers 




(34% in 

1972) also reported an increase 

in the use of 





procedure at this level. 

with no 

significant industrial 




variation (Table 

41). 






Table 41 Whether the use of procedure in agreements 

above workplace 

level 

has 

changed in the last few years , by industry 





Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

textls 

trades 



Sc 




Sc 

engnr 

S tob 

Sc 


Transp 

Other 



% 

% 

% 

% 


% 

% 



% 

Increased 

27 

34 

24 

29 


20 

15 



27 

Decreased 

4 

1 

5 

4 


4 




2 

Remained 











the same 

56 

58 

52 

67 


66 

60 



63 

Don ' t know/ 











no answer 

13 

7 

19 



10 

25 



8 

(% base 3 

832 

116 

37 

24 

19 

50 

20 

15 

12 

55 


those subject to the relevant agreements) 

47% of union officers said that the establishment had an 
agreement ,above workplace level. The same qualification 
applies here as to the officers' answers about national 
agreements . 
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4.1.4 Written agreements - workplace level 

57% of senior managers (40% in 1972) said they had their own 
written workplace agreement for settling grievances and 
claims, apart from any agreements above workplace level. 

There was much industrial variation in the answers , with big 
increases between the two surveys in both engineering and 
office situations. (Table 42). The figure was also high 
(70%) in continuous flow/process plants. In situations 
employing 50-99 the figure was 50% and in those employing 500 
or more it was 70%. 


Table 42 Whether any written workplace agreements for settling grievances and 
claims, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 

managers 



manuf 

instr 

drink 

text Is 

trades 


_ 5c 




5c 

engnr 

5 tob 

5c 


Transp Other 


% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

57 

40 

63 

72 

48 

58 

33 

50 

57 

No 

39 

54 

33 

26 

35 

38 

61 

50 

39 

Don't know/ 










no answer 

4 

6 

4 

2 

17 

4 

6 


4 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 20 

127 




The main 

subject 

covered by workplace agreements was 

wages 




(Table A26) . 39 

% of all senior 

managers 

with workplace 




agreements said 

there has been ; 

an increase in the range of 




sub j ects 

covered 

in the 

last few years, i 

with little 

industrial 




variation (Table 

43) . 

32% of the relevant managers 

said the 




use of procedure 

in workplace agreements 

had increased in 




recent years, and this 

represents a substantial reduction on 




the 1972 

figure 

of 50%, 

probably due to 

a slowing down in the 




rate of 

increase 

. (Table 

44) . 




Table 43 Whether any increase in range of subjects 

covered by workplace 

agree- 

ments 

in the last 

few years , by industry 




Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Offi ce 

managers 



manuf 

instr 

drink 

textls 

trades 






5c 

engnr 

5 tob 

5c 


Transp Other 


% 

% 

% 

% 


% 



% 

Yes 

39 

46 

43 

36 


42 



44 

No 

52 

50 

49 

64 


49 



46 

Don't know/ 










no answer 

9 

4 

8 



9 



10 

(% base. 

281 

122 

49 

33 

18 

65 

18 

13 10 

75 


those with workplace agreements) 

Stewards were asked whether they had any kind of workplace 
procedure for settling grievances and claims and, if so, 
whether it was written or unwritten. There were said to be 
written procedures in about two-thirds of situations and 
unwritten procedures in about a third, with no agreement in a 
fifth of situations. (Table A27) . There were wide 
industrial differences in some of the answers compared with 
the 1972 survey, but it may be unwise to draw any conclusions 
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from these apparent differences. Slightly fewer union 
officers (58%) said there was a written workplace agreement 
in the sampled situation, and this may be explained to some 
extent by the fact that some such agreements did not involve 
officers . 


Table 44 Whether the use of procedure in workplace agreements has changed in the 
last few years , by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib Public 

Office 

managers 



manuf 

instr 

drink 

text Is 

trades 

Sc 




Sc 

engnr 

S tob 

Sc 

Transp Other 



% 

% 

% 

% 


% 


% 

Increased 

32 

50 

31 

36 


32 


32 

Decreased 

4 

5 

4 

6 


2 


5 

Remained 









the same 

55 

39 

59 

52 


60 


55 

Don't know/ 









no answer 

9 

6 

6 

6 


6 


8 

(% base 3 

281 

122 

49 

33 

18 

65 

18 13 10 

75 

those with 

workplace agreements) 








4.1.5 Unwritten procedure 






Whether i 

or not they had written 

agreements, 56% of senior 




managers 

also said they had an unwritten workplace or 





domestic procedure for 

settling grievances and claims 

Apart 




from food, drink 

and tobacco situations in which the : 

figure 




was lower at 38% 

(probably a freak result, bearing in 

mind 




the high 

1972 figure) , 

there was 

not much industrial 





variation (Table 

45). 

Unwritten 

workplace procedures 

were 




only slightly more common in situations with 500 or more 




employees (61%) 

than in those with 25-49 employees (53-6). 

Table 45 Whether any unwritten workplace . 

agreement 

for settling grievances and 

claims 

;, by industry 





Senior 

Total 

Metal 

Mech , 

Food, 

Chems , 

Distrib Public 

Office 

managers 



manuf 

instr 

drink 

text Is 

trades 

. Sc 




Sc 

engnr 

8 tob 

Sc 

Transp Other 



% 

% 

% 

% 

% 

% 

% % 

% 

Yes 

56 

58 

66 

61 

38 

60 

54 45 

50 

No 

40 

37 

32 

35 

45 

37 

39 55 

46 

Don't know/ 









no answer 

4 

5 

2 

4 

17 

3 

7 

4 

(% base) 

468 

307 

76 

46 

29 

106 

46 18 20 

107 


Foremen were asked whether the procedures for dealing with 
their workers grievances and claims were written down or done 
by unwritten custom and practice. As can be seen from Table 
46, there was a marked increase in the proportion of written 
procedures reported in 1973. Again, it is advisable to 
treat the exceptional food, drink and tobacco percentages 
with caution. 
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Table 46 Whether workplace procedure for dealing with grievances and claims is 
written down or done by custom and practice, by industry 


Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

text Is 

trades 







$c 

engnr 

§ tob 

$c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 



% 

Written down 

46 

33 

42 

55 

63 

40 

33 



41 

Custom and 











practice 

32 

47 

35 

13 

25 

44 

41 



32 

Combination 











of both 

13 

10 

17 

17 

8 

7 

18 



13 

Don't know/ 











no answ/ 











etc 

9 

10 

6 

15 

4 

9 

8 



14 

(% base j 

362 

251 

66 

40 

24 

83 

27 

13 

19 

90 


those whose workers had grievances) 


4.1.6 Opinion on agreements and procedures 

Senior managers gave their views on the usefulness of 
agreements at three different levels. The proportion of 
managers saying 'useful' was highest for workplace agreements 
(Table 47). The industrial differences were generally not 
large, the lowest figures for 'useful' being in food, drink 
and tobacco situations - 72% for workplace, 68% for above 
workplace, and 63% for national agreements. 


Table 47 Opinion on usefulness of agreements 


Senior managers 

National 

Above 

work- 

Workplace 


level 


place 

level 

level 



'73 

'72 

'73 

•72 

'73 

’72 


% 

% 

% 

% 

% . 

% 

Useful 

82 

73 

82 

83 

91 

89 

Not useful 

5 

17 

8 

6 

1 

1 

Other answers 

8 

3 

3 

1 

4 


No answer 

5 

7 

7 

10 

4 

10 

(%> base 3 those with 

250 

160 

219 

116 

268 

122 

relevant agreements) 








The highest proportion (93%) of managers saying national 
agreements were useful was in engineering situations 
(Table A28) . 


69% of union officers thought that national agreements were 
useful (Table A29) . 

58% of stewards said they had been involved in a dispute 
which went into procedure above the level of the workplace - 
more in engineering (73%) but fewer in office situations 
(49%) . Stewards with experience of such procedure were asked 
various questions about it, and in general the answers of 
senior stewards were similar to those of other stewards. 83% 
said it dealt with all the issues they wanted to raise, 63% 
(76% in 1972) said it enabled them to get to the right level 
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of management quickly (though some of the 63% qualified their 
answers , and 21% said it did not), and 88% said it gave them 
adequate opportunities to put their case. However, 43% of 
stewards with experience of such procedure said there was 
scope for improving it. The suggested improvements are set 
out in Table 48. 


Table 48 Suggested ways of improving procedure above work- 
place level 


Stewards 

'73 

’ 72 

Good, formal communications between both sides 

'O 

25 

% 

20 

Things should be dealt with quickly 

17 

17 

By going direct to higher level 

11 

13 

Stewards/representatives should be present 



at discussions 

9 

9 

Decisions should be taken at local/lower level 

8 

21 

Other answers 

28 

5 

Don't know/no answer 

11 

20 

Total 

109 

105 

(% base 3 those who thought there was scope 



for improving procedure) 

65 

45 


13% of union officers (26% in 1972) said they were very 
satisfied with the speed at which national procedure worked 
in the case of the particular situation, 48% (26% in 1972) 
were fairly satisfied, and 23% (37%) were dissatisfied. 
Referring to engineering situations, 57% of officers were 
dissatisfied. 


Senior managers were asked whether they would or did prefer 
to negotiate all agreements at workplace level. Although a 
clear majority (59%) were in favour of this, there was 
considerable industrial variation (Table 49). 


Table 49 Whether prefer to negotiate all agreements at workplace level, by 
industry 


Senior 

Total 

Metal 

Mech , 

Food, 

Chems , 

Distrib 

Public 

Office 

managers 



manuf 

§c 

instr 

engnr 

drink 
§ tob 

text Is 
§c 

trades 

Transp Other 

$c 


% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

59 

57 

71 

70 

48 

57 

52 

20 

63 

No 

Don't know/ 

35 

34 

27 

26 

38 

37 

37 

80 

29 

no answer 

6 

9 

2 

4 

14 

6 

11 


8 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 20 

127 


69% of managers who did not have a written workplace agree- 
ment expressed a preference to negotiate all agreements at 
workplace level, compared with 51% who had a written work- 
place agreement. 


The 80% of stewards who had some kind of workplace procedure 
(see Table A27) were asked various questions about this. 
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91% said it allowed them to raise all the issues they wanted 
to raise, though the figure was down to 69% in the non- 
transport public sector. Table A30 shows that most stewards 
thought the workplace procedure enabled them to get to the 
right level of management quickly. About half the stewards 
thought there was scope for improving this procedure (Table 
50) and gave their suggested improvements (Table 51). 


Table 50 Whether there is scope for improving the procedure for dealing with 
grievances and claims, by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 




manuf 

instr 

drink 

text Is 




§c 

engnr 

§ tob 

§c 


% 

% 

% 

% 


% 

Yes 

49 

55 

39 

56 


48* 

No 

50 

44 

61 

44 


50 

No answer 

1 

1 




2 

(% base) 

204 

149 

44 

27 

11 

54 

* Chemicals 

64% 

(base 33) ; 

textiles 

24% (base 21) 


Distrib Public 

trades 

Transp Other 


2 13 13 


Office 

$c 


50 

50 


40 


Table 51 Suggested ways of improving workplace procedure for settling grievances 
and claims 


Stewards Senior 

stewards 


By going direct to higher levels 
Things should be dealt with quickly 
Good formal communications 

Lower levels of management should have more 
authority to negotiate 

Employees/management should adhere to procedure 

More local agreements 

Other answers 

Don't know /no answer 


Total 

(%> base , those who thought there was scope for 
improving procedure) 


'73 

% 

40 

35 

17 

8 

6 

1 

9 

4 


120 

101 


•72 

% 

31 

15 

20 

7 

5 

2 

7 

19 


106 

82 


'73 

% 

38 

40 

19 

5 

9 

10 


’72 

% 

28 

28 

22 

6 

11 

6 

3 


121 104 

58 36 


39% of the union officers (33% in 1972) who were interviewed 
about situations for which there was a workplace procedure 
said they were very satisfied with the speed at which this 
procedure worked; 47% (59% in 1972) were fairly satisfied, 
and 10% (4%) dissatisfied. 43% (48%) of officers said they 
would like more freedom to negotiate a (or another) local 
agreement for the situation in question. 
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4.2 How Unions 4.2.1 How stewards raise issues 

raise issues 

84% of stewards (87% of senior stewards) had had contact with 
a foreman to discuss issues and problems, and there was little 
industrial variation in the proportion (Table A31) . For 12% 
of stewards (16% of senior stewards) the contact was 'always 
as laid down by formal procedure', for 48% (25%) 'always 
informal', and for 39% (46%) 'sometimes procedural, sometimes 
informal'. Only 3% of stewards said they ever had any 
difficulties in contacting the foreman. 

78% of stewards had raised issues with the senior manager in 
the situation, and 74% had raised issues with the lower 
manager. 89% of senior stewards had raised issues with the 
senior manager. 

4.2.2 Stewards' access to management 

There were shop stewards in 77% of situations in the sample 
(69% in 1972). Where there were stewards, 79% of the senior 
managers (85% in 1972) said the stewards sometimes raised 
issues with the foreman. The proportion varied from 45% in 
distributive trades to 94% in public transport. 

71% of senior managers (80% in 1972) with stewards said those 
stewards sometimes took grievances and claims to the foreman 
which had not previously been raised by members themselves 
directly with the foreman (Table 52). In 9% of cases managers 
said this happened very often, 31% said fairly often, and 48% 
seldom. 


Table 52 Whether stewards ever take issues to foremen which have not previously 
been raised by members themselves, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Dis'trib 

Public 

Office 

managers 



manuf 

instr 

drink 

text Is 

trades 






§c 

engnr 

§ tob 

§c 


Transp Other 



% 

% 

% 

% 


% 



% 

Yes 

71 

80 

76 

86 


70* 



59 

No 

18 

14 

17 

14 


17 



25 

Don't know 

11 

6 

7 



13 



16 

(% base s 

252 

179 

58 

29 

19 

71 

15 

15 13 

32 


those whose stewards took issues to foremen) 

* Chemicals 78% (base 45); textiles 58% (base 26) 

72% of foremen said their stewards sometimes took grievances 
and claims to them which had not previously been raised by 
members - 10% of these foremen said it happened very often, 
9% said fairly often, and 81% seldom. 

64% of senior managers (71% in 1972) with stewards said the 
stewards were supposed to obtain the foreman's permission 
before contacting higher management. There was considerable 
variation among industries (Table 53). 72% of the managers 

(82% in 1972) who said the stewards were supposed to get the 
foreman's permission also said there were ways in which the 
stewards could get access to management above foreman level 
without going through the foreman. The main ways in which 
this was said to be done were by direct approach or phoning 


45 


(70% of the managers who said there were such ways - 85% in 
1972) , by stopping the manager on the shop floor (24%) , at 
committee meetings (9%) , and through the convener (5%) . 


Table 53 Whether steward supposed to obtain foreman's permission before 
contacting higher management, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

textls 

trades 



§c 




§c 

engnr 

5 tob 



Transp 

Other 



% 

% 

% 

% 

% 

% 




% 

Yes 

64 

71 

82 

81 

55 

63* 




59 

No 

30 

21 

15 

19 

27 

31 




36 

Don't know/ 











no answer 

6 

8 

3 


18 

6 




5 

(% base j 

285 

209 

62 

32 

22 

75 

19 

16 

17 

42 


those with foremen and stewards) 

* Chemicals 74% (base 49); textiles 42% (base 26) 

Lower managers were asked the same sequence of questions 
about stewards contacting higher management and gave similar 
answers to those of senior managers. 

The answers of foremen generally confirmed those of the two 
levels of management. 87% of foremen (93% in 1972) who dealt 
with stewards said that those stewards sometimes dealt with 
management above foreman level. This group of foremen were 
asked three questions about stewards by-passing them: 

1. 65% (78% in 1972) said that the stewards were supposed to 
raise an issue with them before they could raise it with 
higher levels. 

2. 59% (77% in 1972) said that the stewards were supposed to 
get their permission first before they could contact 
higher management. 

3. 68% of foremen whose stewards were supposed to get such 
permission (77% in 1972) said there were ways in which the 
stewards could get access to higher levels and by-pass 
them. The ways in which foremen said they could be by- 
passed were by direct approach or phoning the high level 
(53% of foremen who were by-passed) , stopping the manager 
on the shop floor (18%) , bringing matters up at meetings 
(8%) , and going through the convener (7%) . 

Stewards were asked comparable but slightly different 
questions. 96% sometimes had contact with management above 
foreman level to discuss issues and problems. Of these 
stewards, 90% said they were allowed to contact the senior 
manager whenever they felt it necessary (63% of these said 
they could contact him directly, 37% said through a lower 
level). Of the stewards who were allowed to contact the 
senior manager only through a lower level, 37% said they 
sometimes unofficially contacted him without going through 
lower levels. 

Three questions to stewards concerned their contact with 
management immediately above foremen level, where such a 
level existed apart from the senior manager: 
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1. 96% said they were allowed to contact this level of 
management whenever they felt it necessary. 

2. 68% of stewards allowed such contact said they could con- 
tact him directly, 31% through the foreman. 

3. 49% of those allowed to contact the higher level only 
through the foreman said they sometimes unofficially by- 
passed the foreman to make such contact. 

In all three cases the percentages were very close to those 
in the 1972 survey. 

A more general question was put to stewards concerning the 
kind of contact they had with management above foreman level. 
In all industries the mixture of formal and informal contact 
predominated (Table 54). 


Table 54 Kind of contact to discuss issues and problems with management above 
foreman level, by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

text Is 

trades 


Sc 




Sc 

engnr 

S tob 

Sc 


Transp Other 



% 

% 

% 

% 


% 



% 

Always laid 










down , by 










formal proc 

: 18 

18 

31 

19 


23 



17 

Always 










informal 

14 

10 

4 

7 


12 



22 

Mixture of 










formal/ 










informal 

67 

68 

65 

74 


63 



61 

Other answ/ 










no answer 

1 

4 




2 




(% base , 

223 

161 

46 

31 

13 

52 

9 

16 15 

41 

those contacting management above foreman) 








11% of 

senior stewards 

(31% in 1972) said that their contact 




with management 

was always informal, and 

17% (8%) that 

it was 




always 

formal - 

the remainder had mixed < 

contact . 


Table 55 Whether satisfied with amount of 

access to 

management, by industry 

Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Pub li-c 

Office 




manuf 

instr 

drink 

text Is 

trades 


Sc 




Sc 

engnr 

S tob 

Sc 


Transp Other 



% 

% 

% 

% 


% 



% 

Very 










satisfied 

48 

54 

46 

27 


43 



52 

Fairly 










satisfied 

41 

37 

44 

55 


48 



33 

Dissatisfied 

. 10 

8 

10 

18 


5 



15 

No answer 

1 

1 




4 




(% base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 
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Most stewards were satisfied with the amount of access to 
management they were given to deal with members 1 grievances 
and claims (Table 55). The relationship between kind of 
contact and satisfaction with access is shown in Table 56. 
The proportion 'very satisfied' with access was greatest 
where contact was always informal. 

Table 56 Satisfaction with amount of access, by kind of 
contact with management 


Stewards 

Total 

Always 

Always 

Mixture 




formal 

informal 

of both 


% 

% 

% 

% 

% 

Very satisfied 

49 

54 

37 

58 

49 

Fairly satisfied 

41 

37 

46 

33 

45 

Dissatisfied 

10 

8 

17 

9 

6 

No answer 


1 




(% base) 

251 

179 

24 

98 

125 


4.2.3 Management's dealings with stewards 

53% of senior managers in situations where there were stewards 
dealt directly with stewards very or fairly frequently 
(Table 57). Very few managers never dealt with stewards. 


Table 57 How often deals directly with stewards, by industry 


Senior 

managers 


Total Metal Mech, 
manuf instr 
§c engnr 


Food, 
drink 
§ tob 


Chems, Distrib Public Office 

text Is trades §c 

Transp Other 


Very 

% 

% 

% 

% 

frequent ly 
Fairly 

19 

19 

24 

19 

frequent ly 

34 

41 

38 

39 

Rare ly 

33 

30 

28 

31 

Never 

8 

4 

7 

11 

No answer 

6 

6 

3 


(% base 3 

316 

225 

68 

36 


those in situations with stewards) 


% 

% 

% 



% 

14 

20 

4 



15 

32 

37 

17 



19 

36 

33 

44 



43 


4 

13 



19 

18 

6 

22 



4 

22 

81 

23 

17 

17 

52 


4.2.4 Issues raised by union officers 

Officers were asked which issues they had discussed with 
stewards and members and which issues they had raised with 
management in the last twelve months (Table A32) . There was 
a marked increase between the two surveys in the frequency 
with which officers raised matters of 'procedure for 
grievances and claims', which included tactics in relation to 
procedure agreements and stewards' difficulties in getting to 
meet the management. There were some industrial variations: 
for example, 53% of officers in chemicals situations said 
they had discussed matters of discipline with stewards and 
members, and 87% of officers in office situations had raised 
wage issues with management. 
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4.2.5 Officers' contact with management 

In 40% of unionised situations the senior manager had 
contacted a full-time officer at least once during the last 
twelve months. The average number of contacts (where there 
were any) was three (seven in 1972) . The corresponding 
figures for lower managers were 22% and twice. 

54% of officers said they had contacted management at the 
sampled establishment less than once a month in the last 
twelve months, but most of the rest had had more frequent 
contact (Table A33) . 


4.2.6 Proportion of grievances involving officers 

53% of senior managers (60% in 1972) said that only a few 
grievances and claims involved the intervention of a full- 
time officer in the negotiations (Table A34) . 14% of 

managers had no grievances and claims involving officers . 
The corresponding figures for the small number of lower 
managers who had dealings with officers were 55% and 28%. 


4.2.7 Relative importance of officers and stewards 

In 78% of establishments the officers thought that the way 
industrial relations were organised gave them enough 
influence over the activities of stewards; 14% thought it did 
not, and 5% thought they did not need to influence but only 
to give advice. Officers were then asked whether they would 
like to play a more important part in domestic negotiations 
at the sampled establishment (Table A35) . Only 15% said yes. 
A further group of 83% said spontaneously that they were 
satisfied with the present position. 

Managers were asked how important, in their system of 
negotiation and consultation, full-time officers were in 
comparison with stewards. Opinion among senior managers was 
divided, with 45% saying officers were less important and 18% 
saying they were more important (Table A36) . Lower managers 
were even more convinced of the importance of stewards: 52% 
thought they were more important than officers, 25% that 
officers were more important, and 18% that they were equally 
important. 

60% of senior managers (69% in 1972) would have preferred to 
have dealt with a steward rather than a union officer, if 
either were able to settle an issue (Table A37). Again, 
lower managers were even more in favour than senior managers 
of dealing with stewards: 71% said stewards, 14% officers, 
and 11% had no preference. 

Stewards were roughly evenly divided between thinking officers 
played a 'very' and a 'fairly' important part in local 
negotiations (Table 58) . 30% (15% in 1972) thought officers 

played an 'unimportant' part. 32% of stewards would have 
liked to see their officer play a more important part in 
local negotiations, 46% (37% in 1972) would have not, and 18% 
added that he already played an important part. 
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4.2.8 Management disagreement with issues raised 

Managers who said their stewards sometimes made unreasonable 
demands (about three-quarters of all managers with stewards) 
were asked what proportion of all grievances and claims they 
had disagreed with at the outset, regardless of what happened 
later on. Most senior managers said 'a few' or 'some' 

(Table 59); only 6% said 'none'. The results for lower 
managers were broadly similar. 

Only 9% of stewards (12% of senior stewards) said that a 
foreman had ever refused to discuss an issue they had raised 
with him. However, 57% of stewards (67% of senior stewards) 
said there had been occasions when the foreman had disagreed 
with an issue but had been prepared to discuss it. Only 8% 
of stewards said this had happened very often. Most of the 
issues concerned were about working conditions or wages . 


Table 58 Importance of officer in local negotiations, by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

drink 

text Is 

trades 



Sc 



Sc 

engnr 

S tob 

Sc 


Transp 

Other 



% % 

% 

% 


% 




% 

Very 










important 

33 38 

40 

15 


39* 




5b 

Fairly 










important 

34 43 

26 

40 


33 




46 

Unimportant 

30 15 

34 

39 


25 




17 

No answer 

3 4 


6 


3 




2 

(% base) 

251 179 

50 

33 

15 

60 

12 

17 

18 

46 

* Chemicals 

30% (base 37) ; 

textiles 

52% (base 

i 23). 





Table 59 Proportion 

of grievances 

and claims 

; disagreed with 

(regardless 

of 

outcome) , by industry 







Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 


manuf 

instr 

drink 

text Is 

trades 



. Sc 



Sc 

engnr 

S tob 

Sc 


Transp 

Other 



% % 

% 

% 


% 




% 

All 

1 1 

2 







3 

Most 

6 13 

6 

7 


6 




7 

Some 

36 37 

36 

43 


40 




29 

A few 

42 40 

50 

46 


32 




39 

None 

6 7 

2 

4 


11 




11 

No answer 

9 2 

4 



11 




11 

(% base. 

228 153 

52 

28 

17 

65 

12 

12 

14 

28 

those with 

stewards 

who sometimes 

made unreasonable 

demands) 




69% of stewards (52% of senior stewards) said that a lower 
manager had at some time disagreed with issues they had 
raised, but only a few of these said this had happened very 
often. 72% of stewards and senior stewards said that a 
senior manager had at some time disagreed with issues they 
had raised. 20% of stewards (12% of senior stewards) said 
this had happened very often. Table A38 shows that the two 
main issues with which managers had disagreed were wages and 
working conditions. 
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Union officers were asked what proportion of all the issues 
they had raised with management had been disagreed with at 
the outset, regardless of what happened later on. Only 7% of 
officers replied 'none' and other answers were distributed 
fairly evenly among categories ranging from 'all' to 'a few'. 
56% of officers said that the disputed issues had included 
those concerning wages. 


4.3 How employees 4.3.1 Employees' access to management 
raise issues 

Three-quarters of senior managers (80% of lower managers) 
said there were ways in which the ordinary employees could 
get access to management above foreman level without going 
through the foreman, if they had a grievance or claim 
(Table 60). The ways of making such contact were said to be 
by direct contact or phoning (84% of senior managers who said 
there was access) , stopping the manager on the shop floor 
(20%) , through the union (5%) , and through the works 
committee (4%) . 


Table 60 Whether any ways in which employees can get access to higher management 
without going through the foreman, if they have a grievance or claim, 
by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

text Is 

trades 

— 






Sc 

engnr 

S tob 



Transp 

Other 
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% 

% 

% 

% 

% 

% 


% 

% 

Yes 

75 

75 

63 

81 

52 

71* 

87 


80 

78 

No 

21 

17 

36 

17 

34 

22 

7 


15 

17 

No answer 

4 

8 

1 

2 


7 

6 


5 

5 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 

20 

127 

* Chemicals 

82% 

(base 60); 

textiles 

60% (base 46) 






A rather different aspect of employees' access to management 
was covered in a question on how often anyone above the fore- 
man came round to see them personally about any aspect of the 
work they did. Only 6% said this happened very often, 19% 
said fairly often, 34% seldom, and 40% never. In 60% of 
cases (51% in 1972) the reason for the visit was said to be 
to inspect the work, 23% to give instructions, 19% to 
criticise or find fault, and 10% (17% in 1972) for personal 
relations . 


4.3.2 Employees' access to stewards 

Nearly half of the employees worked together with their 
steward, so there was no problem about meeting him (Table 61). 
The rest were able to meet their steward fairly frequently. 

Most employees thought that it was easy to see their steward 
on union matters whenever they needed to, though this was 
less often the case in the distributive trades in which a 
substantial minority had 'never tried' (Table A39) . 
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4.3.3 Comparison of steward and spokesman roles 

Research on workplace industrial relations prior to 1972 had 
not given much attention to the role played by unofficial 
employee representatives in raising grievances and claims with 
management. There were, for example, no questions on this 
subject in the Donovan survey. A number of questions were 
asked in the 1972 and 1973 surveys designed to find out more 
about the character and extent of the role of employee 
spokesmen and to make some comparisons with the role of 
stewards . 


Table 61 Frequency of contact between employee and steward, by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

f*c 

instr 

engnr 

drink 
§ tob 

text Is 
Sc 

trades 

Transp 

Other 

Sc 

They work 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

together 
More than 
twice per 

46 

43 

57 

51 

55 

45 

28 

35 

39 

39 

day 

Once or 
twice per 

9 

7 

8 

15 

17 

9 

19 

4 

2 

7 

day 

Once or 
more per 

14 

20 

14 

13 

5 

14 

19 

22 

12 

11 

week 

12 

5 

10 

7 

13 

13 

3 

20 

14 

13 

Less often 11 

Other answs/ 

13 

7 

10 

3 

12 

13 

13 

19 

16 

no answer 
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12 

4 

4 

7 

7 

18 

6 

14 

14 

(% base , 

680 

491 

137 

84 

40 

173 

32 

46 

49 

119 

those with 

stewards) 









Foremen were asked whether they themselves ever represented 
the views of workers in their group to management. 79% said 
they did, rising to 89% in food, drink and tobacco situations. 
However, it must be remembered that 'foremen' for the purposes 
of this survey were defined as having some minimum role in 
industrial relations - other 'non-industrial relations' 
foremen might less often have had a spokesman role. 

46% of senior managers said that representations were some- 
times made to them on behalf of the sampled work group other 
than by stewards. The practice was more common in chemicals 
and textiles situations (60%) and less common in engineering 
(35%). The representations could have been by foremen, 
although managers were not asked about this. 61% of managers 
(74% in 1972) who received such representations said they 
were not always made by the same person. 25% of managers who 
received representations said the demands made by the spokes- 
men were always reasonable, 48% said usually, 18% sometimes, 
and less than 1% never. This compares fairly well with the 
managers' views of the reasonableness of stewards' demands 
(see 5.3.3). 

49% of lower managers said they received representations 
other than by stewards. The views of the two levels of 
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management on the reasonableness of spokesmen's demands were 
similar. 

46% of foremen said they sometimes received representations 
on behalf of the group other than by stewards. 80% of fore- 
men who received representations said they were not always by 
the same person. 22% of foremen said the spokesmen's demands 
were always reasonable, 52% said usually, 24% sometimes, and 
2% never. 

45% of foremen who received representations said the spokesmen 
concerned sometimes dealt with management above their level. 

In 80% of such cases the spokesmen were supposed to raise an 
issue with the foreman before raising it with higher manage- 
ment. In 69% of all cases of the spokesmen dealing with 
higher management, they were supposed to get the foreman's 
permission first. However, 74% of the foremen (95% in 1972) 
who said their permission had first to be obtained also said 
that the spokesmen had ways in which they could get access to 
higher management without going through the foreman. The 
spokesmen mostly did this by going direct to the manager 
(59%) or stopping him on the shop floor (34%) . 

More information about spokesmen was obtained from employees. 
7% of all those interviewed claimed to be a spokesman 
themselves. A further 25% said that one or more persons in 
the group sometimes acted as spokesman. 44% said that any 
one of the group could contact management on their own behalf, 
and only 20% said that no representations were ever made to 
management. 32% of employees who had a steward said they 
also had a spokesman. 

72% of employees with a spokesman (90% in 1972) said it was 
easy to approach him with a grievance or claim whenever they 
needed to, and only 3% said it was difficult. 40% of 
employees (49% in 1972) said the management allowed their 
spokesman to hold meetings of employees at the place of work, 
33% said the management did not allow this, and the rest 
didn't know. Of employees with spokesmen who could hold 
meetings, 79% said the facilities for meetings were adequate. 

Only 17% of employees thought there were questions which 
their spokesman ought to have been able to discuss with 
management but which management regarded as their own right 
to decide. The issues most often thought to be in need of 
discussion were wage issues. 86% of employees (80% in 1972) 
thought their spokesman had the right amount of influence 
over members of the group; 8% would have liked him to have 
more influence, and 3% less influence. 11% of employees 
thought their spokesman tried to get his own way with the 
group too much, but 9% thought he did not try enough. 

Employees were asked who generally decided what action should 
be taken over any grievances or claims. 68% said the majority 
of the group decided, and 18% said the spokesman decided. 

Only 6% of employees said their spokesman had ever refused to 
raise an issue with management. The issues concerned were too 
varied to code. Asked whose point of view their spokesman 
usually took, 30% said the workers', 5% management's, and 55% 
fifty-fifty. 
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Where employees had both a steward and a spokesman they were 
asked about the relationship between the two. 68% of such 
employees said the steward and the spokesman co-operated in 
matters of industrial relations, and 18% said they dealt with 
completely different sorts of problems. By way of summing up 
the respective roles of steward and spokesman. Table 62 shows 
a comparison of the main categories of answer given by 
employees . 


Table 62 Comparison of the roles of stewards and spokesmen 



Answers referring to: 



Stewards 

Spokesmen 


'73 

'72 

'73 

'72 

Employees with such representation* 

53% 

57 % 

32% 

37% 

Easy to approach the representative 

87% 

91% 

72% 

90% 

Representative can hold meetings of employees 

71% 

76% 

40% 

49% 

Facilities for such meetings adequate** 

Further questions representative ought to be able 

79% 

77% 

79% 

82% 

to discuss with management 
Would like representative to have more influence 

17% 

16% 

17% 

17% 

over group members 

Would like representative to have less influence 

18% 

21% 

8% 

13% 

over group members 

Representative tries to get his own way with the 

3% 

2% 

3% 

3% 

group too much 

Representative does not try enough to get his own 

11% 

8% 

11% 

12% 

way with the group 

Representative generally decides himself what 

18% 

26% 

9% 

17% 

action should be taken over grievance/claim 
Representative refused to raise an issue with 

13% 

10% 

18% 

14% 

management 

Representative usually takes the workers' point 

5% 

4% 

6% 

4% 

of view 

29% 

27% 

30% 

34% 


* (% base, all employees) 

** (% base, those whose representatives can hold meetings) 
(in other cases % base = employees with such representation) 


4.4 Opinion on 
procedures and 
handling of 
industrial 
relations in 
general 


4.4.1 Procedures in general 

Following a sequence of specific questions on various types 
of procedure and agreements, senior managers were asked how 
well they thought the arrangements for dealing with 
employees' grievances and claims worked. About two-thirds 
said very well, with only a slight variation among industries 
(Table 63). Only 2% of managers thought the arrangements did 
not work very well. 

Managers who said the arrangements worked very well were 
asked to what they attributed this smooth working. The most 
frequent reply in nearly all industries was 'good management 
or staff relations' (Table A40) . 
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Those who said the arrangements worked only fairly well or 
not very well were asked in what ways they did not work well 
(Table A41) and how things could be improved (Table A42) . 

In both cases the most frequent answers concerned the 
consultation procedure, and concern with efficiency of the 
formal procedure ranked high. 

Table 63 Whether think arrangements for dealing with workers' grievances and 
claims work well, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

text Is 

trades 



$c 




§c 

engnr 

fj tob 

$c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 


% 

% 

Very well 

64 

65 

59 

63 

59 

58* 

67 


60 

69 

Fairly well 

31 

28 

37 

37 

24 

37 

22 


40 

25 

Not very 











well 

2 

2 

1 


3 


2 



4 

Don't know/ 











no answer 

3 

5 

3 


14 

5 

9 



2 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 

20 

127 

* Chemicals 

48% 

(base 60) ; 

textiles 

72% (base 46) 






Lower managers were simply invited to express an opinion on 
the arrangements in general. Their views were similar to 
those of the senior managers. 

The comparable question to foremen was whether the procedure 
for dealing with workers' grievances and claims worked well 
or not. A large majority in all industries thought it worked 
well (Table A43) . 

The minority of foremen who said the procedure did not work 
well were invited to say in what way, who was most to blame, 
and how things could be improved. Numbers were too small to 
analyse statistically, but the most frequent answers were 
that the procedure did not work well because it was too 
cumbersome or rigid; that management rather than the workers 
were to blame; and that the way to improve things was to 
introduce better consultation procedures and communications. 


4.4.2 Management's handling of industrial relations 

All groups other than managers were asked appropriate 
questions on the management's handling of grievances and 
claims. Foremen were asked whether their workers' 
grievances and claims were handled with reasonable speed or 
not. 79% of foremen said they were, but only 56% of the 
employees themselves (66% in 1972) thought this (Tables 
64-65) . 

Employees were invited to say how satisfied they were with 
the way grievances and claims were dealt with where they 
worked (the question did not apply to the 30% of employees 
who said that the people in their work group never had any 
grievances or claims that were taken to management) . A 
majority were fairly satisfied, though 22% (14% in 1974) were 
dissatisfied (Table 66). 
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Table 64 Whether workers' grievances and claims handled with reasonable speed, 
by industry 


Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



5c 










engnr 

5 tob 

5c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 



% 

Yes , 











re as onable 
speed 

79 

80 

76 

78 

92 

79* 

71 



80 

No 

Sometimes 

10 

8 

6 

12 

4 

11 

7 



11 

yes, some- 
times no 

10 

6 

17 

10 

4 

10 

15 



7 

Other answs/ 










no answer 

1 

6 

1 




7 



2 

(% base. 

362 

251 

66 

40 

24 

83 

27 

13 

19 

90 

those whose workers had grievances ) 







* Chemicals 

71% 

(base 51); textiles 

94% (base 32) 





Table 65 Whether grievances 

and claims handled with 

reasonable speed, by industry 

Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

drink 

textls 

trades 



5c 










engnr 

5 tob 

5c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes , 











reasonable 

speed 

56 

66 

47 

49 

58 

58 

67 

59 

48 

61 

No 

Sometimes 

28 

22 

35 

34 

23 

28 

17 

25 

32 

25 

yes, some- 
times no 

12 

5 

15 

12 

17 

12 

10 

16 

18 

8 

Don't know/ 











no answer 

4 

7 

3 

5 

2 

2 

6 


2 

6 

(% base 3 

820 

584 

151 

93 

47 

187 

52 

32 

40 

218 


those whose group had grievances) 

Employees who thought their grievances and claims were not 
handled with reasonable speed made the suggestions for 
improvement set out in Table 67. In all industries the 
greatest concern was to speed up the whole process, though 
this was often accompanied by more specific suggestions. 

Stewards and union officers were asked how efficient they 
thought the particular management were in handling industrial 
relations (Table 68). The slight tendency found in 1972 for 
stewards to rate management efficiency less highly was not 
confirmed in the 1973 survey. However, nearly half of the 
senior stewards said the management were not very efficient 
or inefficient at handling industrial relations. 

As in 1972, security of employment appeared to influence 
stewards' judgement on this question: 26% of those who were 
very certain of continued employment said management was very 
efficient in handling industrial relations, compared with 
only 5% of those who were uncertain. 
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Table 66 Whether satisfied with the way grievances and claims are dealt with, 
by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

text Is 

trades 



Sc 




Sc 

engnr 

§ tob 

Sc 


Transp Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Very 











satisfied 

16 

24 

14 

11 

28 

13 

25 

22 

18 

16 

Fairly 











satisfied 

57 

57 

56 

58 

53 

62 

54 

41 

57 

57 

Dissatisfied 22 

14 

25 

24 

19 

20 

19 

34 

25 

20 

No problems 

3 

3 

2 

2 


2 

2 

3 


5 

Don't know/ 











no answer 

2 

2 

3 

5 


3 




2 

(% base 3 

820 

584 

151 

93 

47 

187 

52 

32 

40 

218 


Table 67 Suggested ways for improving procedure for handling 
claims, by industry 

; grievances 

and 

Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



- fjrC 




Sc 

engnr 

S tob 

Sc 


Transp 

Other 



% 

% 

% 

'% 


% 



% 

% 

Speed up 











whole 











process 

27 

35 

32 

33 


17 



45 

25 

Improve 











individuals 

10 

16 

11 

5 


16 



5 

8 

Management 











mix with 











staff 

9 

14 

8 

9 


5 



5 

13 

Stronger 











management 

9 

13 

11 

9 


8 




8 

Set up works 











committee 

10 

9 

5 

19 


8 



5 

7 

More consula 

- 










tion/ access 

13 

9 

11 

14 


16 



10 

10 

Improve 











union side 

8 

3 

7 

5 


13 



5 

7 

Other 











answers 

16 

4 

16 

19 


14 



20 

18 

Don't know/ 











no improve- 











ment needed 

20 

16 

23 

14 


21 



25 

19 

No answer 

1 

4 

1 







1 

Total 

123 

123 

125 

125 


118 



120 

116 

(% base 3 

233 

171 

75 

43 

19 

76 

14 

13 

20 

72 

those saying grievances not handled with reasonable speed) 
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Table 68 Whether management are generally efficient at 
handling industrial relations 



Stewards 

Senior 


Union 





stewards 

officers 


'73 

•72 

'73 

’ 72 

'73 

’72 


% 

% 

% 

% 

% 

% 

Very efficient 

17 

12 

9 

16 

15 

22 

Fairly efficient 

54 

57 

43 

42 

55 

53 

Not very efficient 

17 

21 

30 

25 

20 

15 

Inefficient 

9 

8 

15 

14 

6 

5 

Other answers 

3 

2 

3 

3 

4 

5 

(% base) 

251 

179 

89 

76 

117 

112 


4.4.3 Changes in procedures or formalities 

55% of senior stewards and 31% of foremen said that there had 
been changes in procedures or formalities . The proportions 
of other types of informant giving this answer were in between 
those two. Generally speaking, there were more such changes 
reported in chemicals and food, drink and tobacco situations 
and fewer in the distributive trades (table 69-71 and A44/45) 


Table 69 Whether procedures or formalities of industrial relations have changed 
in the last year or so, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 


manuf 

instr 

drink 

textls 

trades 



5c 





5c 

engnr 

5 tob 

5c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

47 

50 

52 

52 

48* 

37 

50 

45 

46 

No 

49 

48 

48 

34 

47 

54 

50 

55 

51 

Don't know 

1 

1 


14 

1 




1 

No answer 

3 

1 



4 

9 



2 

(% base) 

* textiles 

468 

39% (base 

76 

60); 

46 

chemicals 

29 106 

55% (base 46) 

46 

18 

20 

127 


Table 70 

Whether procedures 
in last year or so 

or formalities 
, by industry 

of industrial relations 

have 

changed 

Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

drink 

textls 

trades 



• 5c 



5c 

engnr 

5 tob 

5c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

31 

45 

22 

36 

37* 

16 

6 

5 

32 

No 

67 

52 

76 

64 

62 

84 

94 

90 

65 

Don't know 

2 

3 

2 


1 



5 

3 

(% base) 

441 

73 

45 

28 

95 

43 

17 

20 

120 

* textiles 

31% (base 

56) ; chemicals 

41% (base 39) 
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Table 71 Whether procedures or formalities of industrial relations have changed 
in the last year or so, by industry 


Stewards 

Total 

Metal 

manuf 

8c 

Mech, 

instr 

engnr 

Food, 
drink 
8 tob 

Chems , 
text Is 
Sc 

Distrib 

trades 

Public 


Office 

8c 



Transp 

Other 


% 

% 

% 

% 

% 


% 

% 

% 

Yes 

35 

32 

33 

53 

40* 


24 

28 

37 

No 

65 

68 

64 

47 

60 


76 

72 

63 

Don ' t know 



3 







(% base) 

251 

50 

33 

15 

60 

12 

17 

18 

46 

* textiles 

26% (base 

37); 

chemicals 

49% (base 23) 






Those who said there had been changes in procedures or 
formalities were asked what these were. By far the largest 
group of answers concerned the introduction of written 
procedures or agreements, sometimes with the comment that 
things which were earlier agreed by word of mouth and infor- 
mally were now written down (tables 72/A46-48). The answer 
'management now handle industrial relations better/ are more 
willing to negotiate' was given more often by lower managers 
and stewards than by senior managers (since this answer would 
in many cases have referred to themselves, they might have 
regarded as immodest). However, fewer stewards than managers 
thought that informal communications had changed for the 
better. 


Table 72 Ways in which procedures or formalities have changed in last year or 
so, by industry 


Senior Total 

managers 

Metal 

manuf 

Mech, 

instr 

Food, 

drink 

Chems , 
text Is 

Distrib 

trades 

Public 

Office 

Sc 



Sc 

engnr 

8 tob 

Sc 


Transp 

Other 

% 

% 

% 

% 

% 

% 

% 

% 

Now have 








written 








procedure 57 
Management 

56 

58 

53 

58 

67 

44 

57 

handle I.R. 
better 14 

13 

33 


11 

5 

17 

15 

Better 








formal com- 
munications 14 

10 

8 

26 

13 

5 

28 

15 

Better infor- 








mal communi- 
cations 13 

10 

13 

5 

18 

10 

28 

10 

Stronger 








union/now 
unionised 11 

18 

8 

5 

5 


6 

20 

Don ' t know 4 

Other 

3 


5 

4 


6 

7 

answers 10 

21 

12 

5 

13 


11 

8 

No answer 7 

3 


21 

7 

19 


5 

Total 130 

134 

132 

120 

129 

106 

140 

137 

(% base j 237 

39 

24 

19 

55 

21 

18 

61 


those saying -procedures have changed) 
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5 Procedures in action 


The previous chapter dealt with the mechanics of industrial 
relations procedures. In this chapter we turn to the ways 
in which these procedures work out in practice, including 
the attitudes of the parties to each other and the sanctions 
taken by workers and their representatives in protest against 
what they regard as unsatisfactory procedures or actions. 


5.1 Frequency of To get some idea of the amount of industrial relations 

grievances activity in different types of situation, we asked managers 

and claims and foremen how many grievances, claims or industrial/ 

employee relations problems arose among their employees. 

The question to managers referred to grievances and claims 
which came to their level, and the question to foremen 
referred to those which arose among the workers they 
supervised. Table 73 suggests that more industrial 
relations activity occurred above rather than at first- level 
supervision, but the 1972 finding that slightly more 
activity occurred at lower than senior manager level was 
not confirmed. 

There was no significant correlation between the number of 
grievances and claims which a particular manager said came to 
his level and the number which his foreman said arose among 
the workers he supervised. 

Table 73 Number of grievances and claims 


Senior Lower Foremen 

managers managers (which arise among 

(which come to managerial level) workers supervised) 



'73 

'72 

'73 

'72 

'73 

'72 


% 

% 

% 

% 

% 

% 

Many 

14 

13 

12 

19 

5 

5 

Some 

17 

17 

20 

21 

12 

10 

A few 

58 

61 

62 

58 

65 

71 

None 

8 

5 

6 

2 

18 

13 

No answer 

3 

4 




1 

(% base) 

(468) 

(307) 

(254) 

(160) 

(441) 

(288) 


These findings are complicated by the fact that we took as 
'foreman level' the people who had some responsibility for 
industrial relations, so the figure of 14% of foremen having 
no grievances and claims arising among their workers is 
almost certainly bn under-estimate of what would apply to all 
foremen. There is, too, the vagueness of the codes 'many', 
'some', etc, and consequently the answer to this question should 
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be treated as only broad indications of the amount of 
industrial relations activity at different levels. 

Assuming, however, that the indefiniteness of the question 
affected all industries to about the same extent, some 
considerable industrial differences were found. These are 
shown for senior managers and foremen in Tables A49/50. 

In general, the degree of industrial relations activity was 
similar for managers and foremen in a particular industry, 
with activity being lower in distributive trades and office 
situations than in other industries. 

As might have been expected, more grievances and claims were 
said to arise in situations with 250 or more employees (18% 
of managers said 'many') than in situations with 25-49 
employees (12% 'many'). However, size of the situation 
made no appreciable difference to the number of grievances 
and claims which foremen reported, presumably because the 
larger situations tended to contain more foremen groups each 
of which was not too different in size from the small number 
of groups in smaller situations. 

Employees were asked whether the people in their work group 
ever had any grievances or claims that they took to 
management. In 64% of situations the employees said this 
happened: the industrial variation ranged from 74% in 

metal manufacture to 41% in distributive trades. 70% of 
employees in union situations took grievances and claims to 
management, compared with 54% in non-union situations. 


5.2 Activities 5.2.1 Stewards' handling of problems 

of stewards 

When asked 'What does your steward do for you and your 
fellow employees?', a majority of workers answered in terms 
of taking grievances to the management or attending to 
grievances in other ways (Table A51) . 

Table 74 Who is usually approached first with a problem that either the foreman 
or the steward could handle, by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



Sc 





engnr 

§ tob 

Sc 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Foreman 

72 

74 

78 

66 

80 

73 

64 

48 

65 

81 

Steward 

23 

22 

18 

27 

15 

24 

26 

48 

35 

13 

Don't know/ 











no answer 

5 

4 

4 

7 

5 

3 

10 

4 


6 

(% base , 











those with 

670 

473 

136 

83 

40 

166 

31 

46 

49 

119 


a foreman) 
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In 72% of sampled situations the employees said they usually 
approached the foreman first with a problem that either the 
foreman or steward could handle (Table 74) . However, 74% 
of stewards (82% in 1972) said that members sometimes brought 
problems to them without first contacting their foreman 
(Table 75) . In interpreting these results it should be 
remembered that all foremen being compared with stewards 
were involved in industrial relations in some way. 

Table 75 Whether members ever bring problems to steward without first contacting 
foreman, by industry. 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib Public 

Office 




manuf 

instr 

drink 

textls 

trades 

§c 




§c 

engnr 

8 tob 

Sc 

Transp Other 



% 

% 

% 

% 


% 


% 

Yes 

74 

82 

69 

78 


69 


71 

No 

26 

17 

31 

22 


31 


27 

No answer 


1 






2 

(% base j 









those with 

240 

170 

49 

32 

15 

55 

11 17 18 

43 

a foreman) 












5.2.2 

Relations 

between 

stewards 

and members 



Information on this subject was sought from stewards and 
their members. 36% of stewards thought there were 
circumstances in which they were unlikely to get their 
members to agree with them. 61% of senior stewards (46% 
in 1972) also said that this applied to them. (Because 
of a mistake in the printing of a comparable question on the 
foreman schedule, the replies were not usable). The 
circumstances in which disagreement was thought likely to 
arise are set out in Table 76. 


Table 76 Circumstances in which stewards thought they were unlikely to get 
members to agree with them 


Stewards 

'73 

'72 

Wage issues 

% 

47 

7o 

46 

Couldn't get members to agree to a management proposal 

33 

33 

Couldn't get backing to raise an issue with management 

17 

16 

Hours of work 

14 

23 

Couldn't get members to take industrial action 

12 

10 

Couldn't stop members taking industrial action 

12 

5 

Work conditions 

7 

11 

Other answers 

12 

26 

Total 

154 

170 

(% base } those who said there were such cireumstccnees ) 

91 

53 
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Foremen and stewards themselves were asked whether the 
steward could get his members to see things his way when 
a dispute arose and get them to do what he thought was right. 
There was general agreement that this happened 'usually' or 
'sometimes' rather than 'always' (Table 77). 

Table 77 Whether steward can get his members to see things his way and get them 
to do what he thinks is right when a dispute arises 


Foremen Stewards Senior 

stewards 



'73 

'72 

'73 

'72 

'73 

'72 


% 

% 

% 

% 

% 

% 

Always 

16 

11 

15 

14 

11 

13 

Usually 

38 

52 

47 

56 

49 

67 

Sometimes 

33 

31 

31 

22 

34 

13 

Never 

4 

3 

4 

1 

3 

3 

Don't know/no answer 

9 

3 

3 

7 

3 

4 

(% base) 

192 * 

127 * 

251 

179 

89 

76 


* those who dealt with stewards 


73% of employees (80% in 1972) said that the majority of 
members decided v<hat action should be taken over any 
grievance or claim: only 13% said that the steward 

himself decided. Employees had varying views about the 
extent to which the steward tried to get his -own way with 
members, but in every industry except engineering employees 
saying 'not enough' outnumbered those saying 'too much' 

(Table 78). 

50% of foremen (60% in 1972) thought stewards acted more as 
mouthpieces of their members, 38% (31% in 1972) thought they 
acted more as leaders, and 6% thought both. On the question 
of stewards having enough influence over their members, a 
majority of both employees (71%) and stewards (82%) agreed 
that the present situation was about right. Slightly more 
employees (18%) than stewards (12%) would have liked the 
steward to have more influence. 


Table 78 How far steward tries to get hiw own way with members, by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

drink 

textls 

trades 



Sc 









Sx 

engnr 

§ tob 

Sc 


Transp Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

About right 









59 

60 

/fair 

57 

37 

60 

64 

63 

50 

35 

63 

Not enough 

18 

26 

18 

13 

13 

23 

16 

20 

23 

13 

Too much 

11 

8 

12 

13 

7 

16 

6 

6 

2 

8 

Other answs 

3 

15 

2 

2 


3 

12 


4 

4 

Don't know/ 










15 

no answer 

11 

14 

8 

8 

17 

8 

31 

11 

12 

(%base 3 
those with 

680 

491 

137 

84 

40 

173 

32 

46 

49 

119 


stewards) 


63 


83% of employees said that their steward had never refused 
to raise an issue with management. 77% of the stewards 
said the same about themselves. Finally, 32% of stewards 
said that their members' demands were always reasonable, 
53% said usually, and 14% sometimes. Senior stewards 
answered in similar proportions. 


5.2.3 Point of view taken by stewards 

Managers, foremen and employees were asked whose point of 
view the stewards usually took. Only the managers had a 
clear majority who thought that their stewards usually 
took the workers' point of view (Tables 79-80 and A52) . 
Lower managers answered similarly to senior managers, 
except that 49% thought it was 50-50. About twice as 
many employees thought their steward expressed a 50-50 view 
than thought he expressed the workers' view, although there 
was some variation among industries. 


Table 79 Point of view usually taken by stewards, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 

managers 



manuf 

instr 

drink 

textls 

trades 


5c 







Sc 

engnr 

§ tob 

5c 


Transp Other 



% 

% 

% 

% 

% 

% 

% 


% 

Management 


1 




1 




Workers 

53 

57 

56 

63 

46 

55 

20 


40 

50-50 

36 

34 

36 

37 

36 

31 

50 


43 

Don't know/ 









no answer 

11 

8 

8 


18 

13 

30 


17 

(% base 3 
those who 
dealt with 
stewards) 

290 

216 

63 

32 

22 

78 

20 

16 17 

42 


Table 80 Point 

of 

view usually taken by stewards, by industry 



Employees 

Total 

Metal 

manuf 

5c 

Mech, 

instr 

engnr 

Food, 
drink 
5 tob 

Chems , 
textls 
5c 

Distrib 

trades 

Public 

Transp 

Other 

Office 

5c 


% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Management 

7 

3 

4 

7 

3 

9 

6 

9 

6 

6 

Workers 

28 

27 

34 

37 

27 

28 

13 

33 

33 

18 

50-50 

54 

61 

53 

43 

58 

57 

9 

50 

51 

62 

Don't know/ 

no answer 

11 

9 

9 

13 

12 

6 

72- 

8 

10 

14 

(% base , 

those with 

680 

491 

137 

84 

40 

173 

32 

46 

49 

119 


stewards) 


64 


5.2.4 Whether stewards are helping management 

79% of senior manager? thought that their stewards were 
helping management to some extent to solve its industrial 
relations problems (Table 81) . In the 1973 survey the 
code 'a moderate amount' replaced the 1972 code '50-50' 
and attracted more replies. The pattern of lower managers' 
and foremen's answers was similar to that of senior managers. 

The larger the number of employees in the situation, the greater 
the stewards' contribution was thought to be. Even when the 
question was restricted to stewards ' part in helping management 
to solve its production problems, more managers said they made 
a contribution than said they didn't (Table 82). Again, the 
answers of lower managers and foremen were similar. 


Table 81 Whether stewards help management to solve its industrial relations 
problems, by industry 


Senior 

Total 


Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 

managers 



manuf 

instr 

drink 

textls 

trades 


Sc 





engnr 

S tob 

Sc 


Transp Other 



% 

% 

% 

% 

% 

% 

% 


% 

Quite a lot 

31 

42 

30 

22 

18 

29 

20 


38 

In a minor 










way 

16 

28 

16 

19 

9 

17 

20 


21 

50-50/a 










moderate 










amount 

32 

5 

40 

47 

41 

33 

20 


17 

Not at all 

11 

16 

9 

9 

14 

12 

10 


9 

Other answs 










/no answer 

10 

9 

5 

3 

18 

9 

30 


15 

(% base , 










those who 

29 n 218 

63 

32 

22 

78 

20 

16 17 

42 

dealt with 










stewards) 










Table 82 Whether 

stewards help management to 

solve production problems. 


by industry 








Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 

managers 



manuf 

instr 

drink 

textls 

trades 


Sc 




§c 

engnr 

& tob 



Transp Other 



% 

% 

% 

% 

% 

% 

% 


% 

Quite a lot 

12 

15 

9 


14 

10 

15 


19 

In a minor 










way 

15 

31 

21 

23 

18 

10 

15 


10 

50-50/a 










moderate 










amount 

25 

3 

25 

45 

9 

18 

15 


26 

Not at all 

38 

44 

40 

29 

41 

53 

30 


29 

Other answs 










/no answer 

10 

7 

3 

3 

18 

9 

25 


16 


(% base , 

those who 2gQ 2ig 63 32 22 78 20 16 17 42 

dealt w^th 

stewards 


65 


The answers of stewards themselves generally confirmed the 
picture given by senior managers, except that fewer of 
them (7%) thought they were not helping management at all 
(Table 83) . 63% of senior stewards thought they were 

helping management 'quite a lot'. 


Table 83 Whether stewards think they help management to solve its problems, 
by industry 


Stewards 

Total Metal 

Mech , 

Food, 

Chems , 

Distrib Public Office 



manuf 

instr 

drink 

textls 

trades §c 



frC 

engnr 

§ tob 

5c 

Transp Other 


% 

% % 

% 


% 

% 

Quite a lot 

55 

55 48 

42 


58* 

63 

In a minor 







way 

32 

34 38 

46 


34 

24 

Not at all 

7 

7 8 

3 


5 

9 

Not given 







opportunity 







by 







management 

4 

2 2 

6 


3 


Other 







answers 

2' 

2 4 

3 



4 

(% base) 

251 

179 50 

33 

15 

60 

12 17 18 46 

* Chemicals 

51% (base 37); textiles 70% (base 23) 




5.2.5 Stewards' 

impact on 

increasing earnings 



44% of employees 

said that 

their personal earnings had at 



some time 

been increased as 

a result of the efforts of their 



steward. 

The figure varied from 61% in engineering situations 



to 22-6 of distributive trades situations (Table 84) and from 



63% of clerical to 43% of semi-skilled employees (this 



represents 

a reversal of the 1972 figures of 33% clerical and 



64-6 semi-skilled employees) 

69% 

of stewards (87% of senior 



stewards) 

said that, as a result of 

their own efforts, they had 



increased 

members 

' earnings 

(Table 

85) . In all industries the 



proportion of employees who 

said their earnings had been 



increased . 





Table 84 Whether personal earnings ever increased as a 

result of steward's 

efforts 

, by industry 





Employees 

Total Metal 

Mech, 

Food, 

Chems , 

Distrib Public Office 



manuf 

instr 

drink 

textls 

trades §c 



5c 

engnr 

5 tob 

5c 

Transp Other 


% 

% % 

% 

% 

% 

% % % % 

Yes 

44 

49 53 

61 

45 

42 

22 35 33 39 

No 

49 

46 42 

29 

43 

53 

69 59 63 53 

Don't know/ 







no answer 

7 

5 5 

10 

12 

5 

9 6 4 8 


(% base , 

those with 680 491 137 84 40 173 32 46 49 119 

stewards) 
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Table 85 Whether members' earnings ever increased as a result of steward's 
efforts, by industry 


Stewards 

Total 

Metal 

Mech 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

text Is 

trades 


5c 




5c 

engnr 

tob 

5c 


Transp Other 



% 

% 

% 

% 


% 



% 

Yes 

69 

69 

76 

88 


72 



61 

No 

31 

51 

24 

12 


28 



39 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 


5.2.6 Evaluation of stewards' work 

-7 

In 59% of establishments the union officer said that the 
stewards contacted them to about the right extent (Table A53) . 
Small minorities thought that stewards were either too ready 
or too slow to contact them. 

With a view to comparing stewards in the sampled establishments 
with the general run of stewards, we asked officers about the 
experience and militancy of the sampled stewards. In theory, 
since there was no known bias in the selection of stewards, 
equal numbers of officers should have said particular sampled 
stewards were more experienced and less experienced (compared 
with others they were responsible for) . The same should have 
applied to relative militancy. Tables A54/55 suggests that, 
unlike the 1972 sample, the 1973 officers had no particular 
bias in respect of the sampled stewards' comparative experience. 
But, even more than in 1972, they believed that the sampled 
stewards were less militant than other stewards they were 
responsible for. There is no obvious explanation of this, 
though it may have something to do with officers being reluctant 
to use the word 'militant' about any of their stewards. 

Stewards themselves were more likely than union officers to say 
that the work of stewards was accepted willingly by management 
(Tables 86-87) . The proportion of officers saying this 
declined from 81% in 1972 to 68% in 1973. Although no directly 
comparable question was put to managers, the answers in Table 81 
suggest that the managers ' views on this question were somewhere 
between those of stewards and officers. 


^ Union officers were interviewed in respect of sampled whole 
establishments 3 since the distinction between 'industrial 
relations situations' made with other types of informant 
was found not to be realistic in their case. 
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Table 86 How far work of steward is accepted by management, by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 










Sc 

engnr 

§ tob 

Sc 


Transp Other 



% 

% 

% 

% 


% 



% 

Accepted 

willingly 

87 

89 

80 

85 


95 



83 

Accepted 
unwillingly 
Don't know/ 

10 

10 

10 

12 


5 



11 

no answer 

3 

1 

10 

3 





6 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 

Table 87 Whether work of stewards 

is accepted by management 

, by industry 


Union 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 

officers 



manuf 

instr 

drink 

textls 

trades 


Sc 







£fC 

engnr 

§ tob 

Sc 


Transp Other 



% 

% 

% 



% 



% 

Accepted 

willingly 

Accepted 

68 

81 

71 



73 



63 

unwillingly 

22 

17 

13 



17 



33 

Tolerated 

6 

2 

8 



7 



4 

Other answs 

4 


8 



3 




(% base ., 
those 

126 

114 

24 

9 

12 

30 

7 

5 12 

27 


responsible 
for stewards) 


5.3 Attitudes of 5.3.1 Management's attitude towards the union 
the parties 

Only 8% of stewards, and 11% of employees in union 
situations, though management's attitude towards unions 
was not reasonably fair (Tables 88 and A56) . Some of 
the remaining employees did not express an opinion on this 
question, and so there were more stewards than employees 
thinking management was reasonably fair. In the 
distributive trades 23% of employees did not express an 
opinion and this applied to many women (41%) in all 
industries taken together. 

91% of foremen thought management's attitude to unions was 
reasonably fair, and most of the rest either did not deal 
with union representatives or did not express an opinion. 
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Table 88 Fairness of management's attitude towards unions, by industry 


Employees Total 

Metal 

manuf 

Sc 

Mech, 

instr 

engnr 

Food, 
drink 
§ tob 

Chems , 
textls 
Sc 

Distrib Public 
trades 

Transp Other 

Office 


% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes, reas- 











onably fair 

73 

76 

73 

68 

72 

77 

61 

68 

64 

79 

No, not fair 

11 

8 

12 

18 

13 

9 

12 

12 

12 

9 

Don't know 

14 

14 

12 

14 

15 

14 

23 

14 

22 

11 

Other answs/ 











no answer 

2 

2 

3 




4 

6 

2 

1 

(% base 3 

those in 758 

541 

145 

90 

47 

196 

43 

50 

50 

137 


unions) 


5.3.2 Reasonableness of management 

Both senior and lower managers were asked whether lower 
levels of management were more ready or less ready than they 
were to agree to union demands. In the case of lower managers, 
the level referred to would by definition be foremen. More 
senior managers said that lower levels were less ready than 
said these levels were more ready (Table 89). One exception 
(in 1973 though not in 1972) was engineering. Lower managers 
expressed similar views. 

The opinions of foremen on this question were similar to those 
of management (Table 90) . About twice as many foremen thought 
higher levels of management were more likely to accept union 
demands than thought they themselves were. In the non- transport 
public sector, however, no such difference was apparent. 

Table 89 Whether lower management are more or less ready to agree to union demands 
than senior management, by industry. 


Senior 

managers 

Total 

Metal 

manuf 

Sc 

Mech, 

instr 

engnr 

Food, 
drink 
§ tob 

Chems , 
textls 
Sc 

Distrib 

trades 

Public 

Transp Other 

Office 

Sc 


% 

% 

% 

% 

% 

% 

% 


% 

More ready 

21 

18 

19 

31 

11 

20 

10 


19 

Less ready 

33 

38 

44 

24 

34 

36 

27 


26 

Just as 










ready 

21 

21 

21 

26 

22 

20 

27 


21 

No union 










demands 

8 

2 

6 

2 

7 

6 

13 


14 

Other answs/ 










don't know 

10 

15 

8 

14 

11 

9 

3 


13 

No answer 

7 

6 

3 

3 

15 

9 

20 


7 

(% base 3 
those in 

383 

252 

73 

42 

27 

94 

30 

18 19 

80 


union situat 
-ions with 
foremen) 
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Unlike 1972, stewards in 1973 were even more convinced than 
managers and foremen that higher management were more 
reasonable to deal with (Table 91) . Senior stewards also 
generally held the view that higher management were more 
reasonable - 52% (63% in 1972) said this, against only 18% 
(11%) who opted for lower management. 


Table 90 Who is thought more likely to accept union demands, by industry 


Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



5c 





engnr 

5 tob 

5c 

Transp Other 


% 

% 

% 

% 

% 

% 

% 


% 

% 

Foreman 
Higher 
levels of 

16 

20 

19 

10 


18 

13 


30 

10 

management 

Management 

30 

47 

33 

24 

36 

33 

30 


25 

26 

and foreman 
the same 
Don't know/ 

16 

5 

19 

26 

14 

16 

9 


5 

18 

no union 

35 

26 

29 

37 

46 

31 

35 


35 

43 

Other answs/ 










no answer 

3 

2 


3 

4 

2 

13 


5 

3 

(% base 3 
those in 

328 

216 

63 

38 

22 

77 

23 

17 

20 

68 

union 

situations) 














Most union officers thought that 

the particular managements 




sampled 

were very or fairly reasonable in dealing with 

. issues 




they raised, though the proportion saying 'unreasonable' 




rose from 2% to 

9% between the two surveys (Table A57) 

• 

Table 91 Whether higher or 

lower management 

more reasonable 

to deal 

with 


by industry 








Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



5c 




5c 

engnr 

§ tob 

5c 

Transp 

Other 


% 

% 

% 

% 


% 




% 

Higher mgmt 
more reasbl 

41 

35 

29 

44 


47 




33 

Lower mgmt 
more reasbl 
No differen 

18 

30 

24 

25 


16 




14 

-ce 

28 

23 

32 

25 


21 




36 

Don't know/ 
don't deal 











with mgmt 
Other answs/ 

5 

7 

4 



7 




5 

no answer 

8 

5 

11 

6 


9 




12 

(% base 3 
those who 

232 

169 

47 

32 

13 

57 

10 

16 

15 

42 


had contact 
with management) 
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In an attempt to get a comparative and reasonably objective 
view of the reasonableness of particular managements, we asked 
officers to compare phe sampled management with those in other 
firms in the same industry. As in the case of officers' 
comparisons of stewards' militancy (see 5.2.6), there were 
more officers willing to say that a particular management 
was 'more reasonable' than 'less reasonable' as compared with 
managements of other firms in the same industry, though this 
difference was much less marked than in 1972 (Table A58) . 

5.3.3 Reasonableness of stewards 


Managers and foremen were asked how reasonable they thought 
stewards were to deal with. It is clear from Tables 92-93 
that very few senior managers or foremen thought stewards 
were unreasonable. 


Table 92 How reasonable stewards are to deal with, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 

managers 



manuf 

instr 

drink 

textls 

trades 


§c 



Sc 

engnr 

5 tob 

Sc 

Transp Other 


% 

% 

% 

% 

% 

% 

% 


% 

Very 

reasonable 

Fairly 

42 

46 

40 

50 

32 

44 

45 


45 

reasonable 

51 

45 

57 

47 

50 

49 

30 


45 

Unreasonable 
Don't know/ 

: 1 

3 


3 





3 

no answer 

6 

6 

3 


18 

7 

25 


7 

(% base, 
those who 
dealt with 
stewards) 

290 

216 

63 

32 

22 

78 

20 

16 17 

42 


Table 93 

Whether grievances 

raised 

by stewards are 

reasonable, by industry 

Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public Office 



manuf 

instr 

drink 

textls 

trades 

Sc 



Sc 

engnr 

8 tob 

Sc 


Transp Other 


% % 

% 

% 


% 


% 

Always 

38 30 

41 

46 


34 


30 

Usually 

36 50 

44 

25 


38 


37 

Sometimes 

18 19 

13 

25 


24 


13 

No answer 

8 1 

2 

4 


4 


20 


(% base, 
those who 
dealt with 
stewards) 


192 127 39 


28 


11 


47 11 


14 12 30 


All foremen except those who said stewards' grievances 
were always reasonable were asked what unreasonable demands 
stewards had made. In 22% of cases (34% in 1972) foremen 
referred to excessive wage claims, 13% to deployment of 
labour, 10% work conditions, 10% hours worked, and 8% 
amount or allocation of overtime. 
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About three-quarters of managers thought stewards ' demands 
were always or usually reasonable (Tables 94 and A59) . 

In engineering situations, however, 50% of managers thought 
stewards' demands were only sometimes reasonable. 


Table 94 Whether stewards' demands are reasonable, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib Public 

Office 

managers 



manuf 

instr 

drink 

textls 

trades 

&c 





engnr 

8 tob 


Transp Other 



% 

% 

% 

% 

% 

% 


% 

Always 

19 

18 

16 

9 

23 

13 


31 

Usually 

49 

52 

60 

35 

45 

48 


48 

Sometimes 

23 

21 

19 

50 

14 

31 


12 

Never 

1 


2 

3 





Don't know/ 









no answer 

8 

9 

3 

3 

18 

8 


9 

(% base 3 









those with 

285 

209 

62 

32 

22 

75 

19 16 17 

42 

stewards 









and foremen) 












5.3.4 Reasonableness of workers 






Four in 

five foremen thought that grievances and claims 




raised by workers 

: directly with them were always or 





usually reasonab] 

.e, though a sizeable minority (32%) of 




engineering foremen thought they 

were only sometimes 





reasonable (Table 95) . 




Table 95 Whether grievances 

raised by workers are reasonable, by industry 

Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib Public 

Office 




manuf 

instr 

drink 

textls 

trades 





§c 

engnr 

8 tob 

Sc 

Transp Other 



% 

% 

% 

% 

% 

% 

% 

% 

Always 

25 

19 

24 

25 

33 

18 

30 

28 

Usually 

55 

62 

62 

43 

50 

59 

52 

50 

Sometimes 

18 

14 

11 

32 

17 

19 

15 

19 

Don't know/ 









no answer 

2 

5 

3 



4 

3 

3 

(% base 3 









those who 

362 

251 

66 

40 

24 

83 

27 13 19 

90 


dealt with 
grievances) 


5.3.5 Management and good industrial relations 

Foremen, employees, stewards and union officers were all asked 
whether management generally did a lot to establish good 
relations between workers and management, made some effort, 
or did little or nothing. The comparative answers are given 
in Table 96. • Foremen and union officers generally gave 
management most credit in this respect, and employees in 
union situations and senior stewards gave them least credit. 
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Table 96 Whether management attempt to establish good relations between workers 
and management 


Foremen Employees 
in union 
situations 



'73 

'72 

'73 

•72 


% 

% 

% 

% 

Do a lot 

37 

46 

20 

25 

Make some effort 

51 

48 

48 

48 

Do little of nothing 

10 

5 

27 

22 

Other answs/no answer 

2 

1 

5 

5 

(% base) 

441 

288 

758 

541 


Employees 
in non-union 
situations 

Stewards 

Senior 

stewards 

Union 

Officers 

'73 

'72 

'73 

•72 

'73 

•72 

'73 

•72 

% 

% 

% 

% 

% 

% 

% 

% 

24 

30 

27 

37 

20 

24 

35 

32 

47 

47 

54 

45 

48 

59 

54 

53 

25 

15 

18 

17 

28 

14 

10 

10 

4 

8 

1 

1 

4 

3 

1 

5 

531 

316 

251 

179 

89 

76 

117 

113 


All employees were shown a sheet containing ten pairs of 
contrasted statements about management and the way they handled 
industrial or employee relations . Employees were asked to mark 
each pair of statements on a five-point scale from 'agree 
strongly' with one statement to 'agree strongly' with its 
opposite. On the sheet shown to employees the pairs of 
statements were randomly positioned on the left and right. 

In Table 97 what might be called the 'ineffective' or 
'negative' answers appear on the left and the 'effective' or 
'positive' answers on the right. In the case of strictness or 
giving in about grievances and claims, strictness is put on the 
left only because it was found to be more strongly correlated 
with the other 'ineffective' answers than w\th the 'effective'. 

The figures for 1973 were on the whole similar to those for 
1972. By the simple process of adding up the 'agree strongly' 
percentages on both sides, and ignoring the controversial item 
on grievances and claims, it may be concluded that the 
'ineffective' answers equate closely with the 'effective' 
answers. However, this is perhaps to over-simplify the picture 
unduly. There is some evidence that the third, fourth and fifth 
items constitute a cluster which may be labelled 'strictness/ 
indulgency' and that the other seven items constitute a more 
diffuse cluster which may be described loosely as 'effective/ 
ineffective ways of dealing with people' . As in 1972, it may 
be generally concluded that a majority of employees saw 
their management as more strict than indulgent, but on the 
whole effective rather than ineffective in dealing with people. 
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Table 97 Opinions of management and the way they handle industrial or employee 
relations 


Employees 
(% base 1290) 

Agree 

strongly 

Agree 

Don't know/ 
neither/ 
no answer 

Agree 

Agree 

strongly 


They take a 
long time to 
give a decision 

20% 

24% 

13% 

33% 

10% 

They give a 

decision 

quickly 

They ignore 
other people's 
ideas 

8% 

14% 

18% 

45% 

15% 

They take notice 
of other 
people's ideas 

They make a 
lot of rules 

20% 

32% 

16% 

22% 

10% 

They tend not 
to make rules 

They insist that 
the rules are 
not broken 

27% 

31% 

13% 

22% 

7% 

They don't mind 
too much if the 
rules are broken 

They are tough 
about grievances 
and claims 

19% 

32% 

28% 

15% 

6% 

They give in fairly 
easily about griev- 
ances and claims 

They are set 
in their ideas 

19% 

24% 

13% 

32% 

12% 

They are willing to 
change their ideas 

They don't consult 
the people 
affected before 
they make changes 

20% 

20% 

11% 

34% 

15% 

They consult the 
people affected 
before they 
make changes 

They are incon- 
sistent in 
their decisions 

14% 

17% 

19% 

35% 

15% 

They are consistent 
in their decisions 

It is difficult to 
get to see them 

10% 

13% 

7% 

39% 

31% 

It is easy to 
get to see them 

They never give 
reasons for 
their decisions 

14% 

17% 

17% 

37% 

15% 

They always give 
reasons for 
their decisions 


5.3.6 

Changes 

in climate or 

attitudes 



Again, senior stewards and employees provided the greatest 
contrast in proportions saying that there had been changes 
in climate or attitudes of people to industrial relations: 
64% and 38% respectively. More such changes were reported 
in the public sector and fewer in the distributive trades 
situations (tables 98-101 and A60/61) . 


74 


Table 98 Whether general climate or attitudes to industrial relations have 
changed in last year or so, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 


manuf 

instr 

drink 

textls 

trades 



5c 



5c 

engnr 

5 tob 

5c 


Transp Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

55 

66 

54 

52 

57 

35 

72 

75 

50 

No 

40 

28 

46 

31 

39 

54 

28 

25 

46 

Don ' t know 2 

5 


3 


2 



2 

No answer 

3 

1 


14 

4 

9 



2 

(% base) 

468 

76 

46 

29 

106 

46 

18 

20 

127 

Table 99 

Whether 

general i 

climate or attitudes to industrial 

relations 



have changed in 

last year or so. 

by industry 




Foremen 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public 


Office 



manuf 

instr 

drink 

textls 

trades 



5c 



5c 

engnr 

5 tob 

5c 


Transp Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

45 

55 

58 

54 

44 

33 

18 

45 

40 

No 

53 

42 

42 

39 

54 

65 

82 

55 

58 

Don't know 

2 

3 


7 

2 

2 



2 

(% base) 

441 

73 

45 

28 

95 

43 

17 

20 

120 

Table 100 

Whether 

general 

climate 

or attitudes to industrial relations have 


changed 

in last 

year or 

so, by industry 





Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

drink 

textls 

trades 



5c 



5c 

engnr 

5 tob 

5c 


Transp Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

38 

46 

43 

36 

41 

24 

40 

39 

35 

No 

52 

47 

43 

55 

49 

68 

54 

48 

53 

Don't know/ 









no answer 

10 

7 

14 

9 

10 

8 

6 

13 

12 

(7o base) 

1290 

205 

130 

75 

288 

127 

50 

54 

361 

Table 101 

Whether 

general 

climate 

or attitudes to industrial 

relations have 


changed 

in last 

year or 

so, by industry 





Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

drink 

textls 

trades 






5c 

engnr 

5 tob 

5c 


Transp Other 



% 

% 

% 

% 

% 


% 

% 

% 

Yes 

57 

60 

58 

47 

52 


71 

67 

54 

No 

43 

40 

42 

53 

48 


29 

33 

46 

(% base) 

251 

50 

33 

15 

60 

12 

17 

18 

46 


75 


The different types of change in climate or attitudes covered 
a wide range of topics, which were grouped into a smaller 
number of codes. One theme was mentioned by minorities of 
19-33%: that the unions or workers were more militant and 
aware of their power. There were no strong industry 
differences in the proportions giving this type of answer, 
except that it was less common in the distributive trades 
situations (tables 102/A62-65) . The emphasis on other changes 
varied according to type of informant: senior managers often 
thought that there was more awareness and knowledge of 
industrial relations, a large minority of lower managers said 
there was greater co-operation between management and workers, 
but stewards and union officers rarely said this. 

Table 102 Ways in which general climate or attitudes have changed in last 
year or so, by industry 


Senior Total 

Metal 

Mech, 

Food, 

Chems 

Distrib 

Public 


Office 

managers 

manuf 

instr 

drink 

textls 

trades 



{fC 

$c 

engnr 

§ tob 


Transp Other 

o, 

'Q 

% 

% 

% 

% 

% 


% 

% 

Unions more 
militant/ 
aware of 









their power 26 
More aware- 

18 

20 

37 

34* 

10 


33 

29 

ness of I.R. 25 
Greater co- 

16 

8 

26 

31 

35 



36 

operation 
between mgmt 
and workers 18 

28 

28 

11 

12 

10 


27 

15 

Management 
accept union 16 

8 

12 

16 

22 

20 


13 

20 

I.R. have 
improved 13 

14 

16 


11 

15 


27 

11 

I.R. have 
deteriorated 7 

6 

16 


3 

5 


13 

8 

More people 
have joined 
union 8 

Dissension 

8 

12 


9 

5 


7 

11 

among unions 2 
Mention of 

4 







3 

I.R. Act 11 

Don't know/ 

10 

12 

16 

14 

10 


7 

9 

no answer 6 

2 

4 

21 

6 

20 



5 

Other 

answers 12 

18 

8 


18 



13 

11 

Total 144 

(% base , 

132 

136 

127 

160 

130 


140 

158 

those saying 
climate/ 274 

51 

25 

19 

65 

20 

13 

15 

66 

attitudes 
have changed) 









* textiles 22% (base 

38) : 

chemicals 

42% (base 

i 27) 
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5.4 Strikes and 5.4.1 Strikes 
other sanctions 

Information about the occurrence of strikes affecting the 
sampled situations was sought in two stages: first national 
strikes , then others . The various types of informant were 
asked about strikes during the previous two years within 
the units of which they had experiences: managers and stewards 
about the whole situation, foremen and employees about the 
particular work group. 

The highest proportion of informants reporting national 
strikes were senior managers (40%, Table A66) , presumably 
because they had more knowledge of the effect of such strikes 
on some part of their situation. There was also considerable 
industrial variation, from 66% of situations affected in metal 
manufacture to 22% in distributive trades (both figures up on 
1972) . Only 28% of senior managers in situations employing 
25-49 persons said that a national strike had affected them, 
but the proportion rose to 61% among managers with 500 or 
more employees. Only 16% (10% in 1972) of all employees 
reported that a national strike had affected their work group 
in the previous two years . 

Rather more information was sought about strikes other than 
national strikes. In about one fifth of the situations the 
managers and stewards said there had been a non-national 
strike in the previous two years, compared with about one 
eighth of foremen and employees who said that such a strike 
had occurred in their work group (Tables 103-105 and A67) . 

18% of employees in unions reported strikes, compared with 
5-6 of employees not in unions. Again there was a marked 
variation by size: 11% of managers with 25-99 employees 

reported strikes, compared with 33% of managers with 500 
or more employees . Frequent strikes were said to have taken 
place by only 1% of informants, and most of these were in 
engineering or metal manufacture. 

In situations where managers said that many or some grievances 
and claims came to their level 28% (44% in 1972) said there 
had been strikes, compared with 14% (26%) of managers who had 
only few or no grievances and claims. Where there were 
Written agreements above workplace level, 23% (43%) of managers 
reported strikes, compared with 15% (26%) with no written 
agreements above workplace level. A similar picture was 
found with written workplace agreements, the figures for 
strikes being 21% (46%) and 17% (22%) respectively. Only 14% 
(22%) of managers who thought that the arrangements for 
dealing with grievances and claims worked well reported 
strikes, but 29% (58%) who thought the arrangements worked only 
fairly well or not very well had strikes. 

An interesting relationship was found between the frequency 
of strikes reported by stewards and their views of 
reasonableness of different levels of management. Among 
stewards who said there was no difference between management 
levels, only 15% had had strikes, rising to 29% where lower 
levels were thought more reasonable and to 31% where higher 
levels were thought more reasonable. Such a difference had 
also been found in the 1972 survey. 
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Details were obtained about the strike mentioned, or, in 
cases of more than one strike, about the most recent one 
(Table A68) . Management were not asked for these details, 
and not all of the questions were put to foremen, employees 
and stewards. The percentages shown should be taken as 
Qnly a rough guide, and the general picture is the same as 
in 1972. With the majority of strikes permission was not 
obtained from the union before the strike took place, wage 
issues were the most common subject, the strike decision 
was by majority vote, and informants were generally for the 
Strike. As in 1972, some informants who were themselves 
against the strike thought that their fellow employees 
were for it. 

Some differences among industries are worth noting, although 
only the sample of employees provided numbers large enough 
to analyse. Among chemicals employees 28% said union 
permission was not obtained for the strike, but in metal 
manufacture only 13% said this. 46% of chemicals employees 
said the strike was called by majority vote, but 79% of 
engineering employees said this. 65% of engineering 
employees were for the strike, but only 39% in chemicals and 
textiles . 


5.4.2 Other forms of pressure 

All informants except union officers were asked whether 
forms of pressure other than strikes had been used against 
management in the previous two years. The question to 
managers and stewards referred to the whole situation, and 
the question to foremen and stewards referred to the 
particular work group. Tables 106-107 show the answers 
by senior managers and stewards, and clearly the only industry 
groups which were relatively free from these forms of pressure 
were distributive trades and office situations . The answers 
of lower managers, foremen and employees were similar to those 
of senior managers. 

The 'other forms of pressure' not listed separately included 
non-cooperation, threats of overtime bans and blacking. 

Those who had experienced at least one form of pressure were 
asked how often this (or all forms of pressure taken together) 
had been used in the previous two years: 40% (29% in 1972) 
of the relevant senior managers said once, 21% twice, 20% 
three or four times, and 11% five or more times. The answers 
of other types of informant were fairly similar. 


78 


In situations where stewards said there was scope for 
improving the workplace procedure, 30% (46% in 1972) 
reported strikes, compared with 20% (27%) who thought there 
was no such scope. 52% (60% in 1972) of stewards who were 
dissatisfied with their access to management reported 
strikes, compared with only 17% (30%) who were very satisfied, 
and there was a corresponding but smaller difference between 
stewards who were dissatisfied and satisfied with the 
physical facilities. 

Among employee trade unionists who thought the management's 
attitude to unions was not reasonably fair, 27% (45% in 1972) 
reported strikes, compared with 17% (31%) who thought 
management's attitude was fair. 


Table 103 

How 

often 

non-national 

strikes 

occurred 

in the 

previous 

two years. 


by industry 









Senior 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public 

Office 

managers 



manuf 

instr 

drink 

textls 

trades 



Sc 




Sc 

engnr 

§ tob 

Sc 



Transp Other 



% 

% 

% 

% 

% 

% 

% 



% 

% 

Frequently 

1 

1 

1 

2 


1 






Seldom 

7 

13 

13 

17 


5 

7 



15 

4 

Ohce only 

10 

18 

17 

19 

10 

11 

2 



10 

3 

Never 

79 

6Z 

66 

61 

76 

80 

85 



75 

91 

No answer 

3 

5 

3 

1 

14 

3 

6 




2 

(% base) 

468 

307 

76 

46 

29 

106 

46 


18 

20 

127 

Table 104 

How often 

non-national strikes < 

accurred 

in the 

previous 

two years. 


by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



Sc 




Sc 

engnr 

S tob 

Sc 

Transp Other 


% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Frequently 

1 

1 

2 

3 


1 

1 




Seldom 

5 

8 

11 

10 

4 

4 


6 

4 

1 

Once only 

7 

14 

10 

11 

3 

8 

1 

6 

9 

6 

Never 

86 

76 

76 

76 

93 

84 

96 

88 

87 

92 

No answer 

1 

1 

1 



3 

2 



1 

(% base) 

1290 

857 

205 

130 

75 

288 

127 

50 

54 

361 

Table 105 

How often 

non-national strikes occurred : 

in the previous two years , 


by industry. 








Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

textls 

trades 



Sc 




Sc 

engnr 

S tob 

Sc 

Transp Other 


% 

% 

% 

% 


% 




% 

Frequently 

2 

2 

6 

3 


2 




2 

Seldom 

10 

18 

16 

21 


5 




2 

Once only 

11 

15 

4 

18 


10 




15 

Never 

75 

65 

74 

55 


80 




81 

No answer 

2 



.3 


3 





(% base) 

251 

179 

50 

33 

15 

60 

12 

17 

18 

46 
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Table 106 Other forms of pressure used against management in the previous two 
years, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

textls 

trades 



§c 



§c 

engnr 

§ tob 


Transp Other 


% 

% 

% 

% 

% 

% 

% 


% 

% 

Overtime 

bans 

Threats to 

25 

24 

41 

50 

10 

25 

2 


55 

16 

strike 
Working to 

19 

19 

29 

28 

28 

22 

2 


20 

9 

rule 

17 

19 

22 

39 

10 

10 

2 


45 

12 

Go slows 
Other forms 

9 

9 

9 

20 

3 

7 



20 

6 

of pressure 

7 

8 

8 

13 

7 

10 



15 

5 

At least one 
form of 
pressure 

40 

38 

55 

61 

38 

44* 

4 


80 

24 

None 

57 

57 

42 

39 

48 

53 

89 


20 

74 

No answer 

3 

5 

3 


14 

3 

7 



2 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 

20 

127 


* chemicals 58% (base 60) ; textiles 33% (base 46) 


Table 107 Other forms of pressure used against management in the previous two 
years, by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 


Sc 





engnr 

§ tob 


Transp Other 


% 

% 

% 

% 


% 



% 

Overtime 

bans 

Threats to 

36 

38 

36 

61 


35 



28 

strike 
Working to 

26 

24 

40 

27 


25 



15 

rule 

25 

30 

28 

46 


15 



20 

Go slows 
Other forms 

9 

7 

10 

30 


3 



2 

of pressure 

7 

7 

8 

21 


7 



4 

At least one 
form of 
pressure 

53 

60 

66 

64 


52 



37 

None 

47 

40 

34 

36 


48 



63 

(% base) 

251 

179 

50 

33 

15 

60 

12 

17 18 

46 


5.4.3 Effectiveness of strikes 

Employees were invited to express their views on which got 
more satisfactory results from their management - strikes and 
other forms of pressure or going through the procedure for 
settling disputes. A large majority preferred going 
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through the procedure, although more than a quarter in 
engineering and the non-transport public sector preferred 
strikes (Table 108). One significant occupational 
difference was the greater preference for strikes among the 
higher levels of both manual and non-manual employees. 

Twice as many of the higher professional and technical as the 
clerical employees preferred strikes, and twice as many of 
the skilled as the unskilled. This difference was not 
apparent in the 1972 survey. 

Slightly more precise wording was used in the question to 
stewards and union officers, but even so there was a two-to- 
one majority of stewards who thought that they could not 
obtain quicker or better results from management by strikes 
and other forms of pressure before they had exhausted 
constitutional procedure (Table 109) . But 55% (28% in 1972) 
of engineering stewards thought they could get quicker or 
better results by strikes. Stewards who were uncertain about 
their continued employment (46%) more often favoured strikes 
than those who were very certain (30%) . 

Table 108 Whether strikes and other forms of pressure or going through the 
disputes procedure get more satisfactory results from management 
by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

Sc 

instr 

engnr 

drink 
§ tob 

textls 

Sc 

trades 

Transp Other 

Sc 

Strikes and 
other 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

pressures 

Disputes 

16 

17 

21 

27 

13 

14 

3 

20 

28 

12 

procedure 
Don't know/ 

71 

72 

69 

60 

77 

75 

69 

72 

59 

75 

other answers 13 

11 

10 

13 

10 

10 

28 

8 

13 

13 

(% base) 

1290 

857 

205 

130 

75 

288 

127 

50 

54 

361 


Table 109 Whether can obtain quicker or better results by using strikes and 
other forms of pressure before exhausting constitutional procedure 
by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 



manuf 

instr 

drink 

textls 

trades 


Sc 



Sc 

engnr 

§ tob 

Sc 


Transp Other 



% % 

% 

% 


% 



% 

Yes 

33 24 

44 

55 


22* 



24 

No 

62 70 

54 

30 


75 



72 

Don't know/ 









other answers 5 6 

2 

15 


3 



4 

(% base) 

251 179 

50 

33 

15 

60 

12 

17 18 

46 

* chemicals 

30% (base 

37) ; textiles 

9% (base 23) 
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40% of stewards who thought management was inefficient or not 
very efficient at handling industrial relations also thought 
they could get quicker or better results from strikes, 
compared with only 5% of those who thought their management 
was very efficient. 59% of stewards (30% in 1972) who 
thought there was scope for improving the workplace procedure 
favoured strikes, compared with 41% (17%) who thought there 
was no such scope. 55% of stewards (43% in 1972) who thought 
management's attitude to unions was not reasonably fair also 
favoured strikes, as did 30% who thought management's attitude 
was fair. 

As in 1972, union officers (57%) were more in favour of strikes 
versus exhausting the procedure than were stewards (Table A69) . 


5.4.4 Justification of strikes 

Employees, stewards and union officers were asked whether they 
thought workers were justified in certain circumstances in 
withdrawing their labour or using other forms of pressure in 
breach of procedure. Majorities of about two to one employees 
were in favour of strikes in three specific circumstances: 
management breaking an agreement, delaying dealing with 
grievances, or discharging people unfairly. But only 22% of 
employees favoured strikes in any situation to get what was 
wanted (Table 110). Employees in the distributive trades, 
who were markedly below average in supporting strikes in 
specified circumstances in 1972, were not far below average in 
1973. 

Skilled workers were generally more militant on these questions 
than unskilled workers. Women employees, while less willing 
than men to favour strike action in specific circumstances, 
were more willing to do so in any situation to get what was 
wanted (Table A70) . 

Stewards were slightly more inclined than employees to favour 
strikes in specified circumstances, but this difference did 
not apply to strikes in any situation (Table 111). 

Finally, union officers were generally less inclined than either 
employees or stewards to favour strikes in two of the four sets 
of circumstances listed (Table A71) . The industry samples 
were generally too small to reveal reliable differences. 
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6 'Episodes' involving Industrial Relations 


As in the 1972 survey, all informants were asked to describe 
any changes which had been proposed or introduced in their 
situation in the previous year or two. Subsequently we asked 
for further details about the particular change or proposal 
for change given or, where two or more changes were given, 
details about the most recent one. 

The problems of getting and analysing the data remained 
substantially the same as in 1972: the difficulty of defining 
which changes led to some kind of industrial relations 
activity, of distinguishing primary changes from consequential 
changes, and accepting the probability that not all informants 
in the same situation would talk about the same episode. 

In this report we are not presenting details of 'representa- 
tive' episodes, because an examination of a selection of 
these did not suggest conclusions different from those in the 
1972 survey. Again, the episode data revealed the marked 
extent to which different people in the same situation gave 
different answers to detailed questions of fact. 


6.1 Quantitative analysis 

The proportion of informants who could recall a change 
(eligible as an episode) in their workplace within the 
previous year or two varied from 97% of stewards to 71% of 
employees (Table 112). These extremes were larger than in 
the 1972 survey, and the higher proportion of stewards 
reporting episodes in the later survey suggests that there 
was a tendency for them to become more involved in such 
episodes, while employees were slightly less often involved. 

Table 112 Proportion of informants who said there was an 'episode' in the last 
year or two 


Senior Lower Foremen Employees Stewards Senior Union 
managers managers stewards officers 



73 

72 

73 

72 

73 

72 

73 

72 

73 

72 

73 

72 

73 

72 


% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes, episode 

89 

85 

92 

93 

79 

84 

71 

77 

97 

88 

89 

93 

92 

91 

None/don't know 

8 

11 

8 

7 

21 

16 

29 

23 

3 

12 

11 

7 

6 

9 

Not answered 

3 

4 











2 


(% base) 

468 

307 

254 

160 

441 

288 

1290 

857 

251 

179 

89 

76 

127 

116 


Many informants named more than one type of episode, and the 
frequencies are shown in Table 113 and A73. In no case did 
the average number of episodes named by informants in 1973 
exceed the average' named in 1972. Some of the reduction, 
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however, was due to a tightening up of the procedure for 
defining 'episodes' as eligible. Even after allowing for 
this, there seems 'to have been a general reduction in the 
number of redundancy episodes reported , 1 and (with the 
exception of union officers) slightly fewer informants 
reported changes in the method or rate of payment. 

The 'typical' episode in 1973 consisted of the introduction 
of new machinery or equipment, proposed by management after 
consultation with employees or their representatives, with 
notice given of when the change was due to take place, no 
disagreement about the proposals, no industrial action taken, 
no union officer brought into the negotiations, unchanged 
implementation of the proposals, and no resulting change in 
the procedure for dealing with future cases of the same type. 
However, no episode conformed exactly to this pattern and 
different types of informant often disagreed about details of 
the same episode. 

Table 113 Types of (all) episodes named by informants 


Senior Lower Foremen Employees Stewards Senior Union 
managers managers stewards officers 



73 

72 

73 

72 

73 

72 

73 

72 

73 

72 

73 

72 

73 

72 


% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

New machinery/ 
equipment 
Change in method/ 

59 

50 

56 

59 

36 

42 

32 

37 

47 

49 

65 

61 

41 

35 

rate of payment 
Change in method 

55 

58 

56 

72 

40 

50 

34 

42 

54 

61 

60 

73 

77 

75 

of working/type 
of production/ 
procedures 

55 

54 

54 

56 

35 

33 

28 

28 

38 

40 

44 

54 

49 

50 

Redeployment 

50 

50 

51 

54 

29 

34 

23 

27 

42 

38 

48 

55 

48 

55 

Re-grading 
Change in work- 

41 

46 

42 

44 

24 

24 

15 

16 

26 

24 

39 

33 

39 

28 

ing hours 

31 

29 

31 

32 

27 

18 

20 

19 

32 

28 

20 

33 

39 

25 

Redundancy 
Moving factory/ 

30 

38 

24 

34 

15 

23 

13 

26 

28 

40 

24 

49 

31 

54 

estab 

20 

23 

22 

28 

13 

12 

11 

12 

16 

17 

19 

22 

11 

13 

Merger/takeover 

11 

13 

10 

16 

10 

11 

7 

10 

9 

7 

9 

17 

16 

10 

Other changes 

1 

8 

3 

8 

1 

3 

1 

3 

16 

5 

2 

7 


12 

(% base , those 

430 

260 

233 

148 

350 

242 

922 

660 

21 0 

157 

79 

71 

120 

106 

naming episodes) 
Average number of 
episodes named 

3.5 

3. 7 

3.5 

4.0 

2.3 

2.5 

1.8 

2.2 

3.1 

3.1 

3.3 

4.0 

3.5 

3.6 


Although in general the answers of the different types of 
informant followed the same pattern, there were some 
differences. For example, union officers more often described 
changes which had been initiated by the union or by joint 
negotiation, and stewards and employees more often thought 
that employees had not been consulted or given notice of when 
the change was due to take place. 


In 1973 there were about 40% fewer statutory redundancy 
payments than in 1972 (official national figures). 
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6.2 Conclusions 


The outstanding finding is the extent to which different 
people in the same situation gave different answers to 
detailed questions of fact. It was impossible, within the 
limits of the survey method, to establish which were accurate 
and which were inaccurate answers. Also, there is the 
problem that people did not always talk about the same extent 
of an episode. For example, an employee's knowledge of the 
scope and phasing of redundancies or a new pay deal would 
often be less than that of a manager or steward, and this 
would account for some differences in answers. We have, 
therefore, not attempted to quantify the extent of 
disagreement . 

Another important point is that analysis of the episodes 
brings out the marginal role that union officers often play 
in workplace negotiations. Officers rarely thought there was 
lack of consultation of employees by management, even though 
substantial minorities of both sides in the workplace said 
there was such a lack. Officers much less often knew of 
episodes that were agreed between employees and management 
than did the parties themselves. Clearly, many of the day- 
to-day informal accommodations between employees, their 
representatives and management were not brought to the 
attention of union officers. 
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7 Other aspects of workplace relations 


A number of subjects about which questions were asked have 
not been covered in previous chapters and will be dealt with 
here. They comprise earnings (and in particular, payment by 
results), links between the demand for the products or 
services of the workplace and its industrial relations, 
management and productive efficiency, the supervisory role of 
the foreman, and the way matters of discipline are dealt with. 


7.1 Earnings 7.1.1 Payment by results 

All informants except union officers were asked about the 
existence of, and their attitude towards, payment by results. 
Because of the difficulty of exact definition, the questions 
referred to 'some system of payment by results'. Tables 
114-115 and A72/73 show that there was general agreement 
between managers, foremen and stewards on the prevalence of 
payment by results. As in 1972, just over half of all 
sampled situations had some employees paid by that system. 
Lower managers' answers were similar to those of senior 
managers . 

The lower figure of 34% for employees, unlike the other 
figures, represents individuals answering only for themselves. 
Payment by results was for all informants generally less 
frequent in food, drink and tobacco situations. 


Table 114 Whether any employees receive any of their earnings from some system 
of payment by results, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

text Is 

trades 



5c 




Sc 

engnr 

§ tob 

5c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 


% 

% 

Yes 

55 

54 

63 

61 

31 

68* 

57 


70 

35 

No 

42 

42 

36 

39 

55 

29 

37 


30 

64 

No answer 

3 

4 

1 


14 

3 

6 



1 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 

20 

127 

* chemicals 

57% 

(base 60) ; 

textiles 

83% (base 46) 






Table 116 shows that the proportion of employees paid on 
results varied from 8% of managers and higher professional 
and technical employees to 56% of semi-skilled employees. 
The reduction in the 1973 proportion of lower professional 
and technical employees on payment by results may not be 
significant, since the 1972 sub-sample was very small and 
more likely to have been unrepresentative. 
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Table 115 Whether receive any earnings from some system of payment by results 
by industry 


Employees 

Total 

Metal 

Mech , 

Food, 

Chems , 

Distrib 

Public 


Office 




manuf 

instr 

drink 

text Is 

trades 








engnr 

§ tob 



Transp Other 



% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

34 

39 

42 

39 

27 

44 

21 

48 

23 

21 

No 

65 

60 

58 

61 

72 

56 

78 

52 

75 

78 

No answer 

1 

1 



1 


1 


2 

1 

(% base) 

1290 

857 

205 

130 

75 

288 

127 

50 

54 

361 


Table 116 Whether receive any earnings from some system of payment by results 
by occupation 


Employees 

Managers/ 

Prof 

$ 

Clerical 

Skilled 

Semi 

- 

Un- 



prof § tech 

tech 

- 

§ 



skilled 

skilled 


- higher 

lower 

allied 








'73 

'72 

'73 

'72 

'73 '72 

'73 

'72 

'73 

'72 

'73 

'72 


% 

% 

% 

% 

% % 

% 

% 

% 

% 

% 

% 

Yes 

8 

3 

16 

36 

11 21 

47 

47 

56 

63 

38 

39 

No 

92 

97 

84 

64 

88 79 

53 

53 

43 

34 

61 

61 

No answer 








1 

3 

1 


(% base) 

39 

29 

58 

35 

298 149 

267 

240 

198 

93 

427 

308 


All informants who said their employees or members were on 
some system of payment by results were asked what proportion 
this applied to. At the lower levels it usually applied to 
all or most employees (Table 117) but among senior managers, 
who were responsible for more employees, only 13% said it 
applied to all of them. 

Table 117 Proportion of employees receiving earnings from some 
system of payment by results 


According to: 


Senior Lower Foremen Stewards 

managers managers 



'73 

•72 

'73 

'72 

'73 

•72 

'73 

'72 


% 

% 

% 

% 

% 

% 

% 

% 

All of them 

13 

14 

26 

41 

54 

54 

47 

44 

Most of them 

52 

62 

53 

43 

38 

33 

45 

44 

About half 

13 


11 






A minority only 

16 

23 

10 

15 

8 

9 

7 

11 

No answer 

6 

1 


1 


4 

1 

1 

(% base j those 

269 

167 

125 

93 

183 

146 

135 

95 


with some employees paid by results) 

All informants except union officers were asked about their 
opinion on changing to or from payment by results. A three-to- 
one majority of senior managers who had at least some employ- 
ees on payment by results were not in favour of abandoning 
the system as a component of earnings (Table A74) . But a 
majority of more than two-to-one of those who had no employees 
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on payment by results were not in favour of introducing it 
(Table A75). Payment by results was most often favoured by 
managers in distributive trades and least in chemicals 
situations. Lower managers expressed similar views to senior 
managers. A majority of all foremen would have preferred 
their employees to be paid by results rather than not (Table 
A76) . Employees, however, were equally divided on this issue 
(Table 118) and a small majority of stewards were against it 
(Table A77) . 


Table 118 Whether would prefer to be paid on some system of payment by results 
by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

engnr 

drink 
S tob 

text Is 
Sc 

trades 

Transp 

Other 

Sc 

Paid by 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

results 
Not by 

40 

44 

44 

38 

40 

42 

45 

26 

48 

34 

results 
Impossible 
to imple- 

40 

43 

41 

45 

40 

39 

32 

66 

39 

37 

ment 

Other 

13 

4 

11 

12 

15 

12 

10 

6 

6 

18 

answers 

7 

9 

4 

5 

5 

7 

13 

2 

7 

11 

(% base) 

1290 

857 

205 

130 

75 

288 

127 

50 

54 

361 


7.1.2 Fairness of earnings 

60% of employees (69% in 1972) thought that, on the whole, 
they received a fair wage or salary. The industrial 
variation ranged from 50% in metal manufacture to 67% in 
public industry situations. (Table 119). Only 50% of lower 
professional and technical, but 63% of clerical and 
unskilled employees thought they received a fair wage or 
salary (Table 120). 54% of men employees thought this, 

compared with 71% of women. 


Table 119 

Opinion on 

whether 

a fair 

wage or 

salary received 

or not. 

by industry 

Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 



manuf 

instr 

drink 

text Is 

trades 



Sc 



Sc 

engnr 

S tob 

Sc 


Transp 

Other 



% % 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

60 69 

50 

55 

61 

62 

66 

52 

67 

64 

No 

39 30 

50 

44 

37 

36 

33 

48 

31 

34 

Other answs 

1 1 


1 

2 

2 

1 


2 

2 

(% base) 

1290 857 

205 

130 

75 

288 

127 

50 

54 

361 


In Table 119 the very high 1972 figure of 96% for food, drink 
and tobacco employees is almost certainly a freak result, and 
the same applies in Table 120 to the apparently big drop 
between the two surveys in the figures for managers and higher 
professional and technical employees. 
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Table 120 Opinion on whether a fair wage or salary received or not, by occupation 


Employees 

Managers/ 

Prof 

5 

Clerical 

Skilled 

Semi 

- 

Un- 



prof § tech 

tech 

- 

5 




skilled 

skilled 


- higher 

lower 

allied 








'73 '72 

'73 

'72 

•73 

'72 

'73 

'72 

'73 

•72 

'73 

'72 


% % 

% 

% 

% 

% 

% 

% 

% 

% 

% 

% 

Yes 

56 83 

50 

53 

63 

71 

59 

70 

55 

62 

63 

69 

No 

44 14 

48 

47 

35 

28 

40 

28 

43 

35 

36 

30 

Other answers 

3 

2 


2 

1 

1 

2 

2 

3 

1 

1 

(% base) 

39 29 

58 

35 

298 

149 

267 

239 

198 

93 

427 

308 


7.1.3 Influence of outside settlements 

About a quarter of senior managers said that they had groups 
of employees whose wages they usually adjusted as a result of 
trade union settlements to which their firm was not actually 
a party. The industrial variation was large, ranging from 
41% in engineering to 14% in food, drink and tobacco situa- 
tions (the question is not applicable to public industries in 
the same sense as to private industry, although the figures 
are shown in Table A78) . 


The adjustment of earnings mostly concerned technical workers 
(63% of senior managers who made adjustments), and to a 
lesser extent manual workers (44%) , and clerical workers 
(32%). In 34% of cases (21% in 1972) managers paid the 
actual rates or increases agreed in the settlement, 32% used 
them as a guide, and J52% (44% in 1972) paid above the union 
rates . 




7.2 Product demand Senior managers were asked what had been the trend of demand 
and industrial over the previous year for the products or services of the 

relations situation (in office situations the reference was to the 

internal demand for the services of the office rather than 
the external demand for the products of the establishment as 
a whole). Table 121 suggests that the proportion of 
situations with rising product demand greatly exceeded those 
with falling demand. The comparative figures for 1972 showed 
a much smaller excess of 'rising demand' situations over 
'falling demand' situations. 


Table 121 Whether trend of demand for products/services had changed in the 
previous year, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

text Is 

trades 







§c 

engnr 

5 tob 

5c 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 


% 

% 

Rising 

69 

39 

65 

61 

66 

67 

72 


65 

80 

Falling 

5 

23 

1 

11 


3 

9 


5 

3 

Stable 

17 

24 

21 

19 

17 

20 

11 


25 

10 

Fluctuating 

6 

10 

12 

9 

3 

7 

2 



4 

No answer 

3 

4 

1 


14 

3 

6 


5 

3 

(% base) 

468 

307 

76 

46 

29 

106 

46 

18 

20 

127 


90 


41% of the managers who had experienced change in product 
demand said tnat this had affected industrial relations in 
their situation -'more often in engineering and much less 
often in distributive trades situations (Table 122). But, 
unlike 1972, the positive effects on industrial relations, 
such as increase in jobs and general satisfaction, were more 
often spoken of than the negative effects , such as reduction 
in jobs and earnings (Table 123). 


Table 122 Whether changes in demand had affected industrial relations, by industry 


Senior 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 


Office 

managers 



manuf 

instr 

drink 

text Is 

trades 



§c 




Sc 

engnr 

S tob 

Sc 


Transp 

Other 



% 

% 

% 

% 

% 

% 

% 



% 

Yes 

41 

49 

42 

54 

37 

55 

10 



37 

No 

54 

50 

57 

46 

46 

40 

83 



59 

Don't know 

1 

1 




1 




2 

No answer 

4 


1 


17 

4 

7 



2 

(% base , 

390 

222 

60 

37 

24 

85 

41 

14 

15 

114 


those where changes in demand) 

Table 123 Ways in which changes in demand affected industrial relations 


Senior managers 




% 

% 

Increase in jobs/amount of work 


36 

30 

Happier atmosphere/all pulling together 


25 

16 

Changes in methods of working/organisation 


16 

21 

General dissatisfaction/mis trust/uncertainty 

of future 

13 

20 

Increase in earnings 


9 

8 

Demands for more money 


6 

6 

Reduction in jobs/amount of work 


5 

32 

Decrease in earnings 


4 

17 

Employees readier to accept settlements/less 

militant 

1 

5 

Other ways 


22 

5 

Total 


137 

160 

(% base 3 those who said that changes in demand had 



affected industrial relations) 


158 

109 


7.3 Management All informants except managers were asked for their views on 

and productive the efficiency of their particular management in production 

efficiency matters (see section 4.4.2 for the answers to questions on 

management efficiency in handling industrial relations) . 75% 

(84% in 1972) of foremen thought that they had adequate 
scope to ensure that the work they supervised was done in the 
most efficient way. The 24% (14% in 1972) who felt that 
their scope was inadequate mostly said that they did not have 
enough time to concentrate on supervising or were not given 
enough power to make decisions. 

46% of foremen (39% in 1972) thought that the kind of work 
done by the people they supervised could be better organised 
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7.4 The supervis- 
ory role of the 
foreman 


and arranged. In engineering the proportion was 60% but in 
distributive trades situations only 39%. There was also a 
difference between foremen in mass production plants (59%) 
and inspecting/testing/ quality control (33%) . 

In 52% of all situations the employees thought that the work 
they did could be better organised and arranged, the 
industrial variation ranging from 60% in metal manufacture to 
44% in distributive trades. Suggestions for improvement were 
mainly more or better use of staff, more planning of the work 
as a whole, and better communication between departments. 

Stewards and union officers were asked how efficient they 
thought the particular management was in handling production 
matters. The results are shown in Table 124. No 
significance should be attached to the minor differences 
between the two surveys . 

Table 124 Efficiency of management in handling production 
matters 


Stewards Senior Union 

stewards officers 



'73 

'72 

'73 

' 72 

'73 

'72 


% 

% 

% 

% 

% 

% 

Very efficient 

20 

22 

11 

16 

28 

28 

Fairly efficient 

45 

54 

46 

42 

40 

38 

Not very efficient 

23 

15 

32 

25 

9 

8 

Inefficient 

6 

7 

9 

14 

3 

6 

Other answers 

6 

2 

2 

3 

2 

3 

Don't know 





18 

17 

(% base) 

251 

179 

89 

76 

117 

114 


Employees were not asked directly about management's produc- 
tive efficiency, but they were invited to say whether they 
had the chance of suggesting to the foreman or management 
better ways of doing the job. 81% said they had, varying 
from 86% in office situations to 65% in distributive trades. 
The two most frequent ways of making suggestions about 
production were directly to their superior (81% of all who 
said they had the chance to make suggestions) , and through a 
suggestion box (22%) . 

86% of employees said they were satisfied with the chances 
they had to suggest better ways of doing the job. But 60% of 
those who were not given the chance of suggesting better ways 
of doing the job would have liked the chance. 


39% of all foremen were personally responsible for engaging 
workers, and 19% could personally dismiss a worker on their 
own authority. The proportions were higher in metal manu- 
facture and lower in maintenance/ servicing/repairs 
situations . 
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Employees were asked how much contact they had with their 
foreman in connection with their work: 49% said 'continuously 
because we work together' , 17% said more than twice a day, 

15% once or twice a day, and the remainder less often. 4% of 
employees thought the foreman supervised their work too much, 
11% too little, and 79% about enough. 

Only 10% of employees said that the foreman let them know 
very often whether or not he was satisfied with their work, 
25% said fairly often, 30% seldom, and 29% never. 39% of 
employees said that no one about foreman level ever came 
round to see them personally about any aspect of the work 
they did, 34% said this happened seldom, 19% fairly often, 
and only 6% very often (all these figures are close to the 
1972 ones). The three most frequent reasons for such visits 
were said to be inspection of the work (60% of employees 
visited) , to criticise or find fault (19%) and a general 
chat to ask how the employee was getting on (10%). 


7.5 Matters of 30% of foremen said there were circumstances in which they 

discipline could impose penalties to discipline workers. The circum- 

stances in which penalties could be imposed were mainly bad 
time-keeping (35% of foremen with disciplinary powers), 
faulty workmanship (34%), and misconduct on the job (29%). 

95% of foremen thought that on the whole matters of 
discipline were dealt with fairly in their workplace. The 
minority who disagreed thought that unfairness resulted 
mostly from not being strict enough in some cases and 
imposing penalties for offences only in some departments. 

91% of stewards thought that their management were reasonably 
fair in dealing with workers who broke rules and disobeyed 
orders. The rest mostly felt that management were sometimes 
inflexible or inconsistent. 
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8 Limited comparisons: Donovan-1972- 
1973 surveys 


8.1 Limitations 


As noted in the introduction, the 1973 survey reported on 
here is closely comparable to the survey carried out in 1972. 
Furthermore, there is a lesser resemblance between these 
enquiries and the survey carried out in 1966 for the Donovan 
Commission. In this chapter the aim will be to make some 
limited comparisons between all three surveys. Because the 
Donovan and the other surveys were conducted on entirely 
different sampling bases, valid comparisons are extremely 
difficult; and in some cases impossible, to make. Of the 
seven types of informant, direct comparisons between six are 
ruled out for various reasons. There was no separate sample 
of 'lower managers' or 'senior stewards' in the Donovan 
survey; foremen were selected differently, (the one with the 
shortest and the one with the longest service for Donovan, 
and one at random for the 1972-73 surveys) ; employees were 
selected differently (from households for Donovan, and 
within groups supervised by the sampled foreman for the 
1972-73 surveys); and stewards were selected differently 
(from union lists for Donovan, and as representing sampled 
employees for the 1972-73 purveys). 

Thus only senior managers are eligible for proper comparison. 
And even with these a number of qualifications must be made. 
The sampling frame for 'works' managers in the Donovan survey 
was establishments listed in Ministry of Labour 'L' returns; 
for the 1972-73 surveys it was of managers of situations 
within establishments drawn from local employment exchange 
records. No interviews were sought in respect of 'office, 
etc' situations for Donovan, and this category must be 
excluded from the comparable 1972-73 figures, together with 
other industrial groups (distributive trades and public 
industries) not covered in the Donovan survey. The construc- 
tion industry was not covered in the 1972-73 surveys. The 
remaining industries, included in SICs III-XIX, were common 
to the two surveys, except that the representation of 
particular SICs varied. Also, the size distribution of 
establishments was slightly different; sampled as a minimum 
of 150 employees for Donovan and 250 employees for the 1972-73 
surveys . 

Any comparison between the answers of senior managers 
interviewed in the Donovan survey on the one hand and the 
1972-73 surveys on the other is, therefore, bound to be 
inexact, and we would discourage any attempt to compare the 
answers of other types of informant, despite the wording of 
the questions being the same or very similar. Below are 
comparative results from some of the questions put to senior 
managers, together with comments on possibilities of other 
very rough comparisons. 
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8.2 Findings 


The topics compared in the following tables are in the order 
in which they appear in the previous chapters. Managers were 
asked whether the firm ran any courses which included 
industrial relations training. Table 125 suggests that there 
has been an increase - mainly between Donovan and 1972 - in 
the number of firms running such courses, especially those 
for stewards. The question in 1972-73 was 'Does the firm run 
or sponsor...' but the extra word 'sponsor' probably made 
little difference to the results. 


Table 125 Comparison of frequency of training courses 


Senior managers 

Donovan 

1972 

1973 

Firm ran training courses including 

industrial relations 

46% 

66 % 

58% 

Courses were for: 

managerial/supervisory staff 

38% 

66 % 

55% 

stewards 

9% 

3h% 

22% 

(% base 3 comparable industry samples) 

287 

193 

164 


Confirmation of the increase in steward training courses run 
by firms is seen in the answers of stewards . Although proper 
comparison is not possible because of the different basis of 
sampling, 12% of the courses attended by Donovan stewards 
were said to have been run by the firm, compared with 28% of 
those attended by the 1972 stewards and 31% by the 1973 
stewards . 

The slight upward trend between Donovan and 1972 in stewards' 
ease of access to management (as measured by the first and 
third questions in Table 126) seems to have been reversed in 
1973. This is probably the result of greater formalisation. 
But fewer stewards in 1973 had to get the foreman's 
permission before they could contact higher management. 


Table 126 Comparison of stewards' access to management 


Senior managers 

Donovan 

1972 

1973 

Whether stewards ever brought foremen grievances and 
claims on behalf of members which had not previously 
been raised by members with their foremen 

75% 

81% 

72% 

Whether stewards had to get foreman's permission 
before they could contact higher management 

79% 

80% 

68% 

Whether there were ways in which stewards could get 
access to higher management without going through 
the foreman 

81% 

83% 

67% 

(% base 3 those who dealt with stewards) 

250 

146 

195 


There appears to have been a small increase in the proportion 
of workplaces having joint committees where workers' and 
management representatives meet jointly to discuss and settle 
problems. 59% of Donovan managers said they had such 
committees, compared with 73% of 1972 managers and 70% of 
1973 managers. 

Although questions about procedural arrangements at and above 
workplace level were asked in all surveys, it is not possible 
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to compare the Donovan with the other answers because of an 
attempt in the 1972-73 surveys to analyse more closely the 
levels at which procedure operated and whether or not it was 
written. 

A slightly bigger minority of the Donovan than the later 
managers thought that stewards were more inclined to take the 
management's point of view (Table 127). 

Table 127 Comparison of point of view taken by stewards 


Senior managers 


Donovan : 
1972-73: 


'Whose point of view are the stewards most inclined 
to take?' 

’Whose point of view would you say are the stewards 
inclined to take?’ 


Management ' s 

The workers' 

Fifty-fifty 

Don't know/no answer 


Donovan 1972 1973 


% % % 

5 1 

58 63 55 

35 32 34 

2 4 10 


(% base j those who dealt 

with stewards) 250 146 195 


In all three surveys managers were asked whether lower 
management were more ready or less ready to agree to union 
demands than they were. Although rather more of the 1972 
managers said lower levels were less ready, the Donovan and 
1973 figures were insignificantly different, suggesting that 
no substantial change had taken place in this respect. 

Although there was a definite increase between Donovan and 
1972 in the proportion of managers who thought stewards were 
very reasonable to deal with, this tendency was reversed in 
the 1973 survey (Table 128) . 


Table 128 Comparison of reasonableness of stewards 


Senior managers 


Donovan: 'How reasonable are the shop stewards to deal with? 

Are they generally. . . ' 

1972-73: 'How reasonable would you say are the shop stewards 

to deal with on the whole. . .?' 


Very reasonable 
Fairly reasonable 
Unreasonable 
Depends /no answer 


Donovan 1972 1973 


% 

36 

61 

2 

1 


48 42 

47 51 

1 1 

4 6 


(% base , those who dealt 

with stewards) 250 146 195 
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In all surveys senior managers were asked about the frequency 
of strikes. However, the period specified in the Donovan 
survey was 'since you took up your present post' while the 
1972-73 surveys it was 'in the past two years'. Also, 
national strikes were the subject of a separate question in 
the 1972-73 surveys, but not in the Donovan one. Bearing in 
mind these qualifications, it seems that about a third of 
Donovan managers had experienced strikes, the figure for 1972 
managers was roughly the same, but the figure for 1973 was 
substantially lower. 

A slightly more reliable comparison can be made concerning 
the use of forms of pressure other than strikes, although the 
time periods are again different (Table 129). Allowing for 
the fact that the average Donovan manager had nine years' 
experience to look back on, these figures indicate a fairly 
similar pattern of frequency of sanctions between Donovan and 
1972. In 1973, however, there was a general reduction in the 
frequency of all forms of pressure. 


Table 129 Comparison of frequency of forms of pressure other than strikes 


Senior managers 

Donovan 

1972 

1973 


('since in 


(’in last 


; present post’) 


2 years ’ ) 


% 

% 

% 

Overtime bans 

36 

30 

25 

Threats to strike 

36 

23 

19 

Working to rule ) 

19 

23 

17 

Go slows ) 

20 

13 

9 

Other forms of pressure 

6 

8 

7 

At least one form of pressure 

59 

43 

40 

None 

41 

52 

57 

No answer 


5 

3 

(% hose) 

287 

193 

236 


Answers of employees in the Donovan and later surveys are 
strictly not comparable, because of the different methods of 
drawing the samples and the different industrial distribu- 
tions. Nevertheless, because of interest in employee 
attitudes to strikes, we may attempt a rough comparison. 

Only 8% of Donovan unionists thought that they could get more 
satisfactory results by strikes and other forms of pressure 
than by going through the procedure for settling disputes. A 
similar question put to all employees in the later surveys 
(including more than a third who were non-unionists) yielded 
17% preferring strikes in 1972 and 16% in 1973. 

However, this apparent change in opinion needs careful 
interpretation. When the employees' samples are confined to 
the metal handling industries, the figures are 16%, 20% and 
23% for the Donovan, 1972 and 1973 surveys respectively, 
indicating a steady increase in militancy in those industries. 
But opinion in largely non-union industries, such as the 
distributive trades, has probably been fairly constant, with 
only a few per cent of employees in the later surveys 
favouring strikes . 
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8.3 Overall 
conclusions 


On the question of the justification of strikes in certain 
circumstances, the evidence points to a reduction rather than 
an increase in the proportion of 'militant' answers by 
employees. In one circumstance - management delay in dealing 
with grievances - the percentages in favour of strikes were 
the same (62%) for Donovan and in 1972, and in the other 
three circumstances the 1972 percentages were all slightly 
lower than for Donovan. None of the 1973 figures differed 
significantly from those of 1972. 

Comparison between the surveys in respect of the answers of 
stewards and union officers is even more hazardous than in 
the case of the other types of informant. Answers to the 
strike questions did not usually differ by more than 10% 
among the three surveys, so all that can reasonably be said 
is that there is no evidence of a change in the views of 
stewards and officers. 


Apart from the detailed comparisons made above, it is 
possible to say something about the overall picture conveyed 
by the three surveys. Despite the differences in sampling 
design, it is clear that the general trends in workplace 
relations noted in the Donovan survey were in most cases 
confirmed in the 1972 and 1973 surveys. Some of the main 
common points emerging from the three surveys are : 

1. There was a fairly well developed system of representation 
in most unionised workplaces, with shop stewards playing a 
very active role. 

2. Whether or not the workplace procedures were written down, 
a network of informal practices and 'short-cuts' was very 
common. 

3. There is no evidence that stewards were more militant than 
their members; they were usually viewed by others, and 
viewed themselves, as accepted, reasonable, and even 
moderating influences. 

4. Full-time union officers mostly played a marginal role in 
workplace relations, which seemed to be relatively self- 
contained and self-regulating. 

5. There were clashes of interest, but the parties had 
adapted to this situation and generally reached a high 
level of mutual tolerance and acceptance. 

Although there was only fifteen months between the 1972 and 
1973 surveys, the results indicate that certain changes had 
taken place during that period. Some of the chief points are 

1. Changes in the procedure or formalities of industrial 
relations were said to have been frequent; many answers 
concerned the introduction of written procedures or 
agreements . 
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2. The general climate or attitudes of people to industrial 
relations was also thought to have changed; the most 
frequent suggestion was that the unions or workers were 
more militant and aware of their power. 

3. More managers said they negotiated with trade unions, but 
fewer would have welcomed union requests for recognition to 
negotiate on behalf of managerial/supervisory, clerical and 
technical employees. 

4. The range of bargaining between stewards and managers had 
marginally increased, and fewer issues were covered by a 
collective agreement. 

5. More stewards - but not more employees - thought they 
could obtain quicker and better results by using strikes 

or other forms of pressure before exhausting constitutional 
procedure. 
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9 Further comparisons and overall 
analysis 


9.1 Comparison 
of answers in 
the same 
situation 


As an example of such a comparison we may take the full 
results for the first question reported below (Table 130). 

The 'observed' part of the table represents the percentages 
of agreement and disagreement found in all relevant 
situations, qg, in 31% of situations the senior manager and 
the steward agreed that the amount of negotiating activity 
had increased. The 'expected' part of the table represents 
the percentages of agreement and disagreement that would have 
been expected assuming that the answers of managers were 
independent of those of their stewards , ie, that being in the 
same situation did not induce the pair of informants to answer 
in the same way. In both the 'observed' and 'expected' parts 
of the table the total of percentages in the diagonal cells 
(in italics) represents the overall extent of agreement. 

This amounts to 50% of 'observed' situations and 43% of 
'expected' situations. In other words, the chances of a 
particular pair of managers and stewards in the same situation 
agreeing on this question were only 7% better than those of 
any two managers and stewards agreeing. 

In the tables below the extent of agreement between various 
pairs of informant types is summarised. To make the presenta- 
tion clearer the figures are confined to 1973 results, but 
the general picture is similar to that which emerged from the 
1972 survey. Results are given separately for questions of 
fact (ie, where informants were presumably reporting on some 
objective characteristic of industrial relations in their 
situation) and questions of attitude (where informants were 
invited to state their personal opinion on an existing or 
possible state of affairs) . Within these two types of 
question, the topics are in the order in which they are dealt 
with in Chapters 3, 4, 5 and 7. 

Table 131 shows that the average proportion by which the 
'observed' agreement exceeded the 'expected' on six questions 
of fact (involving 13 sets of pairings) was 8%. There was a 
moderate amount of agreement on three of the questions, but 
in most other cases the extent of agreement was only slightly 
better than would have been expected if any pairs of answers 
of people in different workplaces had been compared. 


The survey was designed so that it is possible to compare the 
answers of one type of informant to a particular question 
with that of another type of informant in or concerned with 
the same situation. This type of comparison is legitimate 
only when the same or very similar question is put to the 
types of informant being compared. The method chosen to make 
the comparison was to compute tables based on a number of 
pairs of informants in the same situations, showing the 
extent to which the answer of one informant agreed with that 
of his colleague or 'opposite number'. 
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Stewards 


Table 130 Whether amount of negotiating activity has changed since taking on 
present position 


Senior managers 


'OBSERVED' 

Increased 

Decreased 

Remained the same 

Total 

Increased 

% 

31 

% 

3 

% 

21 


Decreased 

4 

3 

3 


Remained the same 

15 

T 

16 



Total 




100% . 

Senior managers 





'EXPECTED' 

Increased 

Decreased 

Remained the same 

Total 


% 

% 

% 


Increased 

28 

5 

22 


Decreased 

5 

1 

4 


Remained the same 

17 

4 

14 



Total 100% 

(% base j situations with pairs of senior managers and stewards) 198 


Table 131 Comparison of pairings on questions of fact 



Pairings 

Extent of agreement 
Observed Expected Difference 

(% base, 
pairs 
compared) 

Whether the amount of 

F x SM 

% 

45 

% 

39 

% 

6 

151 

negotiating activity 

S x SM 

50 

43 

7 

198 

had changed 

F x LM 

44 

38 

6 

89 


S x LM 

53 

45 

8 

119 


S x F 

44 

38 

6 

142 

Whether any joint committees 

S x SM 

80 

66 

14 

198 

Whether situation subject to 






written national agreements 

UO x SM 

75 

65 

10 

121 

Whether any written 

S x SM 

60 

54 

6 

198 

workplace agreements 

UO x SM 

57 

52 

5 

121 


UO x S 

53 

49 

4 

124 

Whether steward supposed to 






get foreman's permission 






before contacting higher 

F x SM 

73 

57 

16 

148 

management 

F x LM 

78 

60 

18 

89 

Whether the steward ever 






refused to raise an issue 

S x E 

46 

48 

-2 

230 


SM = Senior manager 
LM = Lower manager 


F = Foreman 
E = Employees 


S = Steward 
UO = Union officer 


Two considerations help to explain the lack of greater 
agreement about changes in negotiating activity. One is that 
each informant was asked about any changes since he had been 
in his present position - a period which could have varied 
considerably between pairs of informants in the same 
situation. The second consideration is that the 'negotiating 
activity' referred to involved different levels of management 
and there is no necessary relation between changes at one 
level and changes at another. 
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Table 132 Comparison of pairings on questions of attitude 



Pairings 

Extent of agreement (% base, 

Observed Expected Difference pairs 

compared) 

Whether satisfied with 


% 

% % 


opportunity to contact 





union members 

UO x S 

65 

63 2 

124 

Whether any issues which 





ought to be able to dis- 





cuss and decide which 

UO x S 

50 

50 

94 

management alone decide 

S x E 

58 

53 5 

230 

Point of view taken 

F x SM 

60 

47 13 

151 

by stewards (workers'. 

E x SM 

10 

10 

234 

50-50, etc) 

F x LM 

55 

49 6 

89 


E x LM 

8 

8 

134 

Whether stewards helping 





management with industrial 





relations problems 

F x SM 

76 

74 2 

151 

Whether stewards helping 





with production problems 

F x SM 

63 

52 11 

151 

Whether management 

S x E 

61 

63 -2 

163 

attitude to unions fair 

E 1 X E 2 

80 

77 3 

221 

Whether management do a 

S x F 

45 

40 5 

142 

lot/little to establish 

UO x F 

48 

43 5 

109 

good industrial relations 

UO x S 

43 

39 4 

94 

Whether quicker or better 





results are obtained 

UO x S 

56 

47 9 

94 

from management by using 

S x E 

56 

56 

196 

strikes or other forms of 

UO x E 

53 

48 5 

92 

pressure before exhausting 

E x E 

66 

65 1 

114 

constitional procedure 

1 Z 




Whether workers are 





justified in withdrawing 





their labour or using 





other forms of pressure 

UO x S 

65 

62 3 

94 

in breach of procedure 

S x E 

40 

45 -5 

196 

in any situation where 

UO x E 

41 

47 -6 

92 

by doing so they can get 

E 1 x E 

44 

45 -1 

341 

what they want 

1 Z 




Opinion on whether a fair 

E 1 X E 9 

57 

53 4 

396 

wage/salary received 

1 2 




Whether work done/supervised 





could be better organised 





and arranged 

E x F 

55 

50 5 

398 

SM = Senior managers 


E 1( E 2) = 

First (second) 

employee 

LM = Lower managers 


S = 

Steward 


F = Foreman 


UO = 

Union officer 
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With 11 questions of attitude involving 24 sets of pairings 
the results are even more random (Table 132) . The average 
'observed' exceeded the average 'expected' by only 3%. There 
were negative differences between four of the pairings, ie, 
the observed agreement was actually less than would have been 
expected to occur by chance. 

The lack of agreement between the first and second employee 
in the same situation about whether strikes are justified 
casts serious doubt on the idea that there is usually a 'work- 
group consensus' about general attitudes to strikes. The 
findings are more consistent with the proposition that general 
attitudes to strikes are not influenced by the opinions of 
workmates. It does not, of course, follow that consensus 
within the work group would be lacking if it came to taking 
domestic strike action in real rather than hypothetical 
circumstances . 


9.2 Correlational In order to get an overall picture of the extent to which the 
analysis various influences on industrial relations which were 

measured in the survey tended to work together, we carried 
out some correlational analysis. This was done in two stages, 
involving (1) all situations, and selected answers of senior 
managers, foremen and employees, and (2) only situations with 
shop stewards, and a selection of their answers. 

Table 133 shows the linkages between answers to five questions 
put to senior managers and three to foremen. The 1972 
results of a similar exercise were used to select variables 
likely to be reasonably highly correlated. The short 
descriptions of the variables indicate the answers which 
tended to go together. 

Table 133 Correlation matrix of associated variables - all situations 


1 Have written national agreements 

2 Have no written agreements above workplace 

3 Negotiate with unions 

4 Had non-national strike in past 2 years 

5 Large number of employees in situation 

6 Large number of workers supervised 

7 Workers are members of union 

8 Had non-national strike in past 2 years 


00 

- 






26 

09 

- 





11 

09 

21 

- 




22 

01 

15 

14 

- 



14 

06 

19 

11 

31 

- 


39 

12 

39 

20 

16 

31 

- 

14 

03 

14 

43 

19 

15 

14 - 

1 

2 

3 

4 

5 

6 

7 8 


Items 1-5 are answers of senior managers, 6-8 of foremen 
Correlations of 15 or above are statistically significant 


As might have been expected, the strongest correlation is 
between the senior managers and the foreman reporting a 
strike other than a national strike during the previous two 
years. There are also fairly strong correlations between the 
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recognition of unions at situation and work group level and 
between having written national agreements and unionised 
workers . 

Table 134 shows the linkages between answers to 11 questions 
put to stewards. Again the short descriptions of the 
variables indicate the answers which tend to go together. 

The pattern is generally the same as in 1972. The fact that 
the correlations are generally fairly high suggests that 
these questions put to -stewards were tapping the same 
underlying dimension or dimensions. 

In interpreting these results it should be stressed that 
correlational analysis does not itself indicate the direction 
of causality. If a and b are shown to be correlated, there 
are three possible explanations: a may lead to b, vice 

versa, or both may be the result of the influence of some 
other variable (s). 


Table 134 Correlation matrix of associated variables - situations with stewards 


1 

Certain of continued employment 

_ 









2 

Satisfied with opportunities to contact members 

13 

- 








3 

Don't think scope to improve grievance procedure 

22 

25 








4 

Don't want to extend range of bargaining 

16 

20 

32 

- 






5 

Satisfied with access to management 

28 

29 

16 

20 

- 





6 

Satisfied with physical facilities 

20 

39 

21 

27 

43 

- 




7 

Think mgmt efficient at handling i.r. 

30 

26 

24 

32 

42 

35 

- 



8 

Think mgmt efficient about 'production matters 

20 

21 

19 

26 

24 

35 

39 

- 


9 

Think mgmt attitude to unions reasonably fair 

22 

31 

16 

19 

25 

26 

43 

17 

- 

10 

Think mgmt do a lot to establish good i.r. 

22 

30 

11 

29 

34 

36 

41 

24 

29 - 

11 

Think work as steward willingly accepted by mgmt 

18 

37 

23 

19 

23 

18 

35 

15 

57 29 - 



1 

2 

3 

4 

5 

6 

7 

8 

9 10 11 


Correlations of 15 or above are statistically significant 


9.3 The influence Most of the analysis presented in the previous chapters has 
of variables concerned the differences in answers resulting from the 

industry of the situation. In this section we attempt to 
summarise the influence of other variables by bringing 
together some of the more important answers according to 
types of situation. 


9.3.1 Industry and occupation 

It is convenient to consider industry and occupation together, 
because very often type of industry is strongly associated 
with certain occupational groups. In the case of the 
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industry group described as 'office etc' there is an 
especially close link with the occupational group 'clerical 
and allied' . 

Membership and recognition of unions was greatest in the 
public sector and much less in the distributive trades and 
office situations; membership was greatest in the skilled 
occupations and smallest in managerial/higher professional 
and technical occupations. Given union representation, 
however, shop stewards were present in a high proportion of 
situations, regardless of industry. The average size of 
stewards' constituencies varied from 40 in metal manufacture 
to 80 in chemicals/textiles situations, and the frequency of 
meetings between stewards also varied considerably by 
industry. 

In the metal trades and public transport the number of issues 
settled between stewards and managers was twice that in 
office situations. The increase in negotiating activity and 
the range of issues negotiated varied both by industry and 
type of informant : managers most often reported increases in 

metal manufacture and stewards most often reported increases 
in chemicals and textiles. There were relatively few joint 
committees in distributive trades situations but they were 
common in most other industries. 

Situations said to be subject to national agreements were 
much more common in the public industries than in office 
situations and the distributive trades. There was a similar 
variation in the frequency of workplace agreements. 

More managers in engineering thought stewards were helping 
management to solve industrial relations problems than in 
distributive trades situations. Employees' attitudes to the 
circumstances in which strikes were justified varied 
considerably by industry but in a complex way. Those in 
office situations more often thought that workers were 
justified in striking in three specific circumstances, but 
less often favoured strikes in any situation to get what was 
wanted. On the other hand, a below average proportion of 
employees in non-transport public situations thought that 
strikes were justified in specific circumstances, but an 
above average proportion favoured them in any situation. 

This seems to indicate a less discriminating .attitude to 
strikes by those who less often take part in them. 

The above differences are only a selection of the many that 
were found according to type of industry and to a lesser 
extent type of occupation. As in 1972, it is safe to say 
that type of industry is one of the greatest, if not the 
greatest, influence on the practices and attitudes connected 
with industrial relations at workplace level. 


105 


9.3.2 Type of production or technology 

In addition to industry, we analysed many of the answers 
according to type of production or technology.^ To some 
extent the categories overlap with the eight industry groups; 
for example, all distributive trades situations are in 
* office /distribution/transport ' . In other cases, however, 
one type of production is found in several industry groups. 

In general, many answers did vary according to type of 
production or technology, but not so strongly as according to 
industry. There were some exceptions to this; for example, 
the proportion of fabrication/assembly situations said by 
managers to have written workplace agreements (81%) was 
higher than in any single industry group. 

One disadvantage of using type of production or technology as 
an analysis variable is that it relies on the accuracy of 
subjective answers given by senior managers, and these may 
not reflect the actual situation. Nevertheless, it seems that 
on some questions the way in which production is organised and 
the technology used is a more important influence than the 
product made or the service provided. 


9.3.3 Size of situation 

The number of persons employed in a situation was a moderately 
strong influence on some of the questions. But, as Table 133 
suggests, the effect of size of situation is fairly minimal 
on some questions. A notable exception is the more frequent 
increase in negotiating activity and the range of bargaining 
reported in the larger situations. 


9.3.4 Age and length of service of informants 

Although some differences in answers according to age and 
length of service in the occupational or union position of 
informants were found in the 1972 survey, it was decided that 
no such analysis would be made of the results of the 1973 
survey. 


Senior managers and foremen were asked to say which of these was the main type 
used in their situation or part of it: continuous flow /process ; mass produc- 

tion; hatch production (large or small) ; maint enance/ servicing /rep air s ; office/ 
distribution/transport. 


Appendix 1 

Sampling Report 


Dilys Turner 


The aims of 
the study- 

In 1972 a survey on workplace industrial relations was 
carried out to update information obtained from an inquiry 
in 1966 for the Royal Commission on Trade Unions and 
Employers' Associations. Changes in industrial relations 
were taking place during 1972 and it was decided that a 
further survey should be done in 1973 to supplement the data 
obtained from the comparatively small earlier survey. 

Sample 

requirements 

As the data were to augment the findings of the previous 
survey it seemed advisable to use the same basic sample 
design and to use the earlier experience to improve on 
methodology. Hence the sample was to be of a multi-stage 
stratified design with 'industrial relations situations' as 
sampling units at the penultimate stage. At the final stage 
it required samples of interrelated individuals of different 
levels from within these situations. These individuals were 
to be representatives from senior management, lower manage- 
ment, foremen/supervisors, employees, shop stewards, senior 
shop stewards and full-time union officers, all as defined 
for this project. 

The sample 
design 

The design became a four stage one stratified by geographical 
location, industry type and establishment size. Thus the 
four stages were : 

i) Primary units - Department of Employment employment 

exchanges 

ii) Secondary units - employment establishments as 

defined by the Department 

iii) Tertiary units - 'industrial relations situations' 

comprising 25 or more persons 

iv) Final units - individuals at the various levels given 

in paragraph 2 from within 'situations'. 

The 1972 project had shown that there could be a number of 
separate industrial relations channels each dealing with a 
different section of staff within the establishment. As a 
simple illustration an establishment could have a 
'production' section and an 'administrative' section each of 
which in the industrial relations situation could involve 
completely different personnel from each of the levels. Thus 
an 'industrial relations situation' for the purposes of this 
survey was defined as:- "a work unit comprising 25 or more 
persons, within an establishment and headed by a person who 
has the responsibility for, and is an active participant in 
the industrial/employee relations matters for that unit". 


At the final stage, from each selected unit, set numbers of 
individuals from each level were to be selected regardless of 
the total numbers found at each level. Hence selection was 
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Sample size 


Definitions 

populations 


with varying probability both within and between establish- 
ment resulting in the data being not directly additive. 

The sample was to cover four types of industry vis. 
a) Distributive Trades, b) Metal Handling, c) Other 
Manufacturing and d) Public Industries and size limitations 
for inclusion of establishments were:- 

i) 100 and more employees for the Distributive Trades (the 

earlier study had shown that most of the larger 
establishments in this trade employed between 100 and 
249 staff. 

ii) 250 and more employees in the other three industries. 


The aim was to obtain interviews with samples of personnel 
at the different levels in an estimated 450 industrial 
relations situations from about 300 employment establish- 
ments. Within an establishment the maximum number of 
'situations' to be selected was 2. 

From each selected 'situation' the numbers of personnel to 
be selected from each level, where such levels according to 
the definitions existed, were to be: 


i Senior manager - l 

ii Lower manager _ i 

iii Foreman/Supervisor - 1 

iv Other employees - 3 

v Shop stewards - 1 to 3 

vi Senior shop steward - 1 


vii Full-time union officer - 1 


of Senior manager 

The person who has the responsibility for and actually deals 
with the majority of industrial/employee/staff relations for 
a work unit as defined. 

Lower manager 

The person to whom the foreman/supervisor in the work unit is 
directly responsible for industrial relations matters. In 
some establishments no such intermediate level may exist. 

Foreman/Supervisor 

The person at the first supervisory level above the main 
'shop floor' level who has some responsibility for and is 
actually participating in industrial relations matters. It 
excludes the person at this level who just passes on 
grievances to management, the foreman who supervises fewer 
than 3 employees, and chargehands. 

Employee 

Persons below 'foreman/supervisor' level who are not shop 
stewards, and are responsible to a selected foreman. 

Shop steward 

In situations where, management recognises a trade union for 
negotiating purposes, the person who represents the views of 
his union members to management . 


Selection of 
the sample 


Initial contact 
with establish- 
ments 


Senior steward 

The senior steward/convenor/chairman of stewards to whom 
selected shop stewards are responsible. If more than one at 
that level, the one responsible for the greater number of 
employees in the establishment. 

Full-time union officer 

If the senior manager has dealings with a full-time union 
officer with regard to a selected foreman group or the 
industrial relations situation as a whole that person is 
defined as the relevant full-time officer. If there is more 
than one, the relevant one is the one with whom the senior 
manager has most dealings. 


a) Employment exchanges 

The frame comprised a list of all employment exchange areas 
in Great Britain, classified by region. Sixty exchanges, 
ie. 1 in 14 were selected with unit probability. 

b) Establishments 

From each selected exchange details were obtained from the 
Employers' Register of all establishments employing 100 or 
more personnel for the distributive trades industry and 250 
or more in other industries. For each establishment, its 
name and address, size and the Minimum List Heading were 
obtained. 

This yielded 734 large establishments from 56 exchanges: the 
other four selected had no establishments of these sizes on 
their registers. Of the 734 establishments, 184 were 
ineligible as they were in industries other than those with 
which the project was concerned. The remaining 550 were 
distributed between the four industries as follows :- 

Distributive Trades 101 

Metal Handling 183 

Other Manufacturing 211 

Public Industries 55 


A letter was addressed to the personnel managers in these 
establishments informing them of the survey and asking them 
to return a form giving the mame of the person within the 
establishment with overall responsibility for industrial 
relations policy. The response to this stage is given in 
table SI below: - 


Table SI Response rate at postal stage 


No. of estabs contacted at postal stage 

550 

100.0% 

Refusal to co-operate 

95 

17.3% 

No response 

114 

20 . 7% 

Estab closed down 

3 

0.5% 

Part of another sampled estab 
although listed separately by DE 

1 

0.2% 

No of estabs prepared to co-operate 

337 

61.3% 
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Final sample of Table SI shows that only 337 establishments had responded 
establishments stating their willingness to cooperate. Contact with these 

was made by interviewer who was asked to determine the 
relevant industrial relations situations, to sample these as 
necessary and to select individuals within according to 
instructions issued. 

At this stage a further 31 establishments refused, 1 no 
longer existed, 1 had no eligible 'situation' according to 
definition, and 1 could not be contacted thereby reducing 
the sample to 303 establishments. Eleven more refused at 
the interviewing stage. 

Contact was also made with non-responders to the postal 
stage: 27 of these co-operated fully in the survey. Thus 
of the 550 establishments initially contacted by post, 
interviewing took place in 319 (58%) . Table S2 gives the 
distribution by size within industry type of cooperating 
and non cooperating establishments. 


Table S2 Cooperating and non- cooperating establishments by industry type 
and size 


Type of 
industry 

No. of 
Employees 

100- 

-249 

250 

-499 

500 

-999 

1000+ 

Total 


Distri- 

Cooperating 

44 

43 . 5 % 

12 

11 . 9 % 

3 

3 . 0 % 

1 

1 . 0 % 

60 

59 . 4 % 

butive 

Non-coop. 

29 

28 . 7 % 

7 

6 . 9 % 

3 

3 . 0 % 

2 

2 . 0 % 

41 

40 . 6 % 

Trades 










101 

100.0 % 

Metal 

Cooperating 

- 


57 

31 . 1 % 

28 

15 . 3 % 

19 

10 . 4 % 

104 

56 . 8 % 

Handling 

Non- coop. 

- 


38 

20 . 8 % 

29 

15 . 8 % 

12 

6 . 6 % 

79 

43 . 2 % 











183 

100 . 0 % 

Other 

Cooperating 

- 


75 

35 * 5 % 

27 

12 . 8 % 

15 

7 . 1 % 

117 

55 . 4 % 

Manu- 

Non-coop . 

- 


59 

28 . 0 % 

20 

9 . 5 % 

15 

7 . 1 % 

94 

44 . 6 % 

facturing 










211 

100 . 0 % 

Public 

Cooperating 

- 


20 

36 . 4 % 

11 

20 . 0 % 

7 

12 . 7 % 

38 

69 . 1 % 

Indust- 

Non-coop . 



5 

9 . 1 % 

5 

9 . 1 % 

7 

12 . 7 % 

17 

30 . 9 % 

ries 










55 

100 . 0 % 


Selection of 
samples within 
establishment 


The first step was to determine, according to the definition, 
the number of industrial relations 'situations' in an 
establishment and then the procedural channels within these 
situations. Generally, the former were established at the 
point where the interviewer was in contact with the person 
nominated from the postal stage. The existence of and 
number of such situations was therefore dependent mainly on 
that person's interpretation of the definition as applied to 
that establishment. No more than two 'situations' were to 
be included from any one establishment and selection was made 
by the interviewer according to the following table S3. 
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Table S3 Table used to select IR situations within establishments (used in 
rotation) 


If 

there 

is 

i 

IR situation 

select 

No. 

i 













tf 

ft 

are 

2 

tt ft 

ft 

tt 

i 

§ 

2 











If 

tf 

tt 

3 

tt ft 

tt 

tt 

i 

$ 

3, 

2 










ft 

ft 

tt 

4 

It tt 

tf 

tt 

i 

ft 

3, 

2 

ft 

4 








It 

ft 

tt 

5 

tf tt 

tt 

tt 

i 

$ 

4, 

2 

ft 

5, 

3 







ft 

ft 

tt 

6 

tt tt 

tt 

it 

i 

ft 

4, 

2 

ft 

5, 

3 

ft 

6 





ft 

ft 

tt 

7 

ft ft 

ft 

tt 

i 

ft 

5, 

2 

ft 

6, 

3 

& 

7, 

4 




It 

ft 

it 

8 

tt tt 

tf 

tt 

i 

& 

5, 

2 

ft 

6, 

3 

ft 

7, 

4 

ft 

8 


It 

ft 

it 

9 

tt tt 

tt 

tt 

i 

ft 

6, 

2 


7, 

3 

ft 

8, 

4 

ft 

9, 

5 

ft 

ft 

tt 

10 

tt tt 

tt 

tt 

i 

& 

6, 

2 

ft 

7, 

3 

ft 

8, 

4 

ft 

9, 

5 


situations having been listed in alpha order of senior manager's names. 


This procedure yielded a sample of 468 eligible industrial 
relations situations from which personnel at the different 
levels were selected using random number tables where such 
selections had to be made. The following table S4 gives the 
numbers of personnel in the samples and response rates :- 


Table S4 Response rates for each sample type 


Sample Type 

Total no. 
sampled 

Interviewed 

Refused 

Non- 

contact 

Inelig- 

ible 

Position 

Vacant 


No.* 

% 

No 

% 

No. 

% 

No. 

% 

No. 

% 

No. 

% 

Senior 

manager 

473 

100.0 

457 

96.7 

8 

1.7 

3 

0.6 

4 

0.8 

1 

0.2 

Lower manager 

261 

100.0 

254 

97.3 

3 

1.1 

2 

0.8 

2 

0.8 

0 

0.0 

Foreman 

458 

100.0 

441 

96.3 

9 

1.9 

3 

0.7 

3 

0.7 

2 

0.4 

Employees 

1413 

100.0 

1291 

91.3 

51 

3.6 

55 

3.9 

16 

1.2 

0 

0.0 

Shop Steward 

307 

100.0 

286 

93.2 

13 

4.2 

5 

1.6 

3 

1.0 

0 

0.0 

Senior Steward 

103 

100.0 

89 

86.4 

7 

6.8 

3 

2.9 

4 

3.9 

0 

0.0 

F/T union 
officer 

137 

100.0 

127 

92.7 

6 

4.4 

4 

2.9 

0 

0.0 

0 

0.0 


* In some establishments move personnel than the numbers required at the 
different levels were included. At the processing stages the data were 
weighted appropriately . 


Design The basic aim of the survey design was to obtain a 

limitations statistically random sample of 'industrial relations 

situations' through a probability sample of employment 
establishments. The concept of an 'industrial relations 
situation' was arrived at as the best, though not wholly 
satisfactory, unit of meaningful size and coherence to 
justify relating answers of individuals to it. In practice 
there are difficulties in defining such units and hence in 
defining the populations from which to select individuals 
for interview. 
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For practical reasons only, no more than two such identified 
situations were selected, irrespective of the number 
existing in the establishment. Selection therefore was with 
varying probability and to be able to refer to industrial 
relations situations as such strictly requires a reweighting 
of the data relating to these. The same applies to the 
sample of senior managers as, by definition, there could be 
only one per situation. These weighting factors in general 
would be relatively small. For other levels of individual, 
however, the probabilities of selection were again variable 
and of such a degree that reweighting of these data to make 
them additive either within or across levels cannot be 
contemplated. A set number of individuals were selected at 
each level within a situation with a maximum of three at the 
employee level . Thus these three could be selected at 
random from a population of the order of fewer than 25 - a 
qualification for eligibility of a situation being that it 
should comprise 25 or more persons - to several hundreds or, 
in a few cases, thousands. 

It can be seen therefore that such a design imposes consid- 
erable limitations on the uses to which some of the data can 
be put. Thus one cannot report that 'x% of employees or 

stewards etc said ' but rather that 'in x% of situations 

the selected employees or stewards etc said ' , but again 

to do so strictly requires a reweighting of data. 
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Appendix 3 Further tables 


Table A1 Advantages of belonging to a union, by industry 


Employees 

Total 

Metal 

Mech, 

Food 

Chems , 

Distrib 

Public 

Office 


manuf 

instr 

drink 


trades 



etc 



rexris 





etc 

engnr 

8 tob 

etc 


Transp 

Other 



'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


'72 










% 

% 

% 

% 

% 

% 

% 

% 

% 

They can sort out 
grievances/disputes 

21 30 

20 

13 

28 

21 

16 

29 

26 

22 

Stronger bargaining 
position as a group 

30 29 

34 

38 

28 

31 

16 

16 

33 

25 

They can fight for 
pay rises 

32 24 

26 

32 

28 

33 

32 

33 

29 

41 

Financial aid (ex- 





11 


17 

10 


pay benefits) 

8 19 

3 

8 

6 

7 

7 

Legal aid 

22 15 

24 

22 

30 

21 

19 

29 

26 

17 

Job protection 

13 12 

13 

17 

17 

12 

9 

10 

4 

15 

Protection against 
victimisation 

6 7 

6 

7 

6 

5 

4 

6 

8 

4 

They can get better 
working conditions 

7 4 

8 

4 

2 

4 

9 

12 

6 

8 

Other answers 

10 10 

8 

11 

10 

14 

9 

10 

12 

11 

None 

13 12 

10 

16 

6 

10 

29 

12 

12 

17 

No answer 

1 1 

2 


4 

2 

2 





163 

154 

168 

165 

164 

144 

174 

166 

167 

Total 

162 









(% base, those in a 

759 

145 

90 

47 

198 

44 

48 

49 

138 

union) 

541 










Table A2 Disadvantages of belonging to a union, by industry 


You have to follow 
majority decision 

Cost of subscriptions 


26 22 32 33 21 20 

6 13 6 8 2 7 


15 27 30 

4 2 7 


Inefficiency of 
steward 

Union restrictions* 
Other answers 
None 

No answer 


5 4 4 8 

4 2 5 3 

7 5 11 8 

55 59 43 46 

1 1 1 


6 5 2 

5 4 

2 8 

70 60 59 

4 1 


6 2 4 

4 5 

8 6 7 

65 65 51 

2 1 


Total 
(% base) 


103 

102 

105 

105 

106 

100 

104 

102 

105 

105 

759 

145 

90 

47 

198 

44 

48 

49 

138 


541 
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Table A3 Ways in which union could do more, by industry 


Employees 

Total 

Metal 

Mech, 

Food 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 



etc 









etc 

engnr 

8 tob 

etc 


Transp 

Other 



'73 

<72 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


% 


% 

% 

% 

% 


O. 

0 

% 

% 

More contact/con- 
sultation about 
decisions 

Press more for pay 

29 

49 

21 

20 

24 

29 


30 

57 

34 

rises 

28 

24 

32 

40 

24 

23 


39 

29 

30 

Stand up more 
against management 

15 

IS 

11 

10 

12 

21 


13 


20 

Improve conditions 

15 

10 

15 

13 

18 

12 


17 

14 

20 

More fringe benefits 

5 

4 

2 


12 

1 


9 

5 

11 

Improve union 
financial benefits 

3 

3 

4 

7 


1 




5 

Safeguard jobs more 
More efficient 

2 

2 



6 

2 



5 

2 

stewards 

6 


4 

7 

6 

7 


9 


5 

Other answers 

14 

11 

19 

17 

6 

20 


9 

5 

9 

No answer 

2 

1 



12 

2 


4 


2 

Total 

119 

119 

108 

114 

120 

118 


130 

115 

138 

(% base, those 
thinking union 

278 


147 

30 

17 

84 

12 

23 

21 

44 

could do more) 

198 










Table A4 How union 

workplace policy is 

decided, by industry 





Union officers 









Workplace meetings 
officer doesn't 
attend 

Workplace meetings 

61 

65 

67 

66 




62 

officer attends 

53 

55 

50 

73 




44 

Branch meetings 

60 

SO 

42 

63 




62 

National level 
District committee 

60 

15 

50 

73 




51 

meetings 

Meetings outside 

53 

8 

54 

53 




55 

workplace 

2 

3 


3 





Other answers 

2 

10 


3 





Total 

291 

206 

263 

334 




274 

(% base) 

127 

116 

24 9 

12 30 

8 

5 

12 

27 
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Table AS Frequency of contact with stewards and other members, in situation, by industry 


Union officers 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 



manuf 

instr 

drink 

text Is 

trades 



etc 







etc 

engnr 

& tob 

etc 


Transp 

Other 



'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


'72 










% 

0 . 

0 



% 




% 

At least once 
a week 

27 25 

42 



20 




22 

At least once 
a month 

42 48 

29 



47 




56 

Less than once 
a month 

31 27 

29 



33 




22 

(% base) 

127 

116 

24 

9 

12 

30 

8 

5 

12 

27 

Table A6 How often officers 

have direct contact with 

ordinary members, by industry 




Very often 

9 10 

4 



7 




15 

Fairly often 

35 28 

29 



30 




45 

Seldom 

49 59 

54 



56 




33 

Never 

7 3 

13 



7 




7 

(% base) 

127 

116 

24 

9 

12 

30 

8 

5 

12 

27 


Table A7 How often foremen 
by industry 

settle grievances 

and claims 

without reference 

to higher management 

Foremen 






Very often 

27 30 

36 

21 

30 

21 

Fairly often 

32 34 

36 

43 

37 

36 

Seldom 

26 26 

21 

29 

23 

25 

Never 

5 10 

7 

7 

5 


No answer 




5 

18 


(% base, those 
who dealt with 
stewards) 


Table A8 Whether higher management keep foremen well informed when they decide issues with 
stewards, by industry 


192 39 28 11 47 11 14 12 30 

127 


Foremen 


Yes, well informed 
No 

Other answers 
No answer 


65 69 55 72 

25 28 42 16 

4 2 3 7 

6 1 5 


70 

11 

19 


(% base, those with 
stewards who dealt 
with higher 
management) 


177 38 26 

119 


11 43 8 13 11 27 
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Table A9 Management attitude in not recognising unions, by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 


etc. 








etc 

engnr 

S tob 

etc 


Transp Other 



1 73 

t 

7,2 

•73 

'73. 

'73 

'73 

'73 

'73 '73 

'73' 


0. 

0 


% 

% 

% 

% 

% 


% 

Yes, reasonably fair 

39 

49 

57 

48 

46 

38 

25 


38 

No not fair 

9 

8 


10 

2] 

11 

5 


12 

Don't know 

42 

38 

43 

30 

25 

42 

57 


39 

Other answers 

2 

2 


2 

4 


1 


3 

No answer 

8 

3 


10 

4 

9 

12 


8 

(% base, those in 










non-union 

522 


60 

40 

28 

90 

83 

2 5 

214 

situations) 

316 









Table A10 Whether facilities for meetings i 

are adequately industry 





Adequate 

79 77 

76 

84 

75 84 

55 

80 

69 

92 

Not adequate 

15 17 

19 

12 

25 11 

36 

7 

31 

8 

Don't know/no answer 

6 6 

5 

4 

5 

9 

13 



(% base, where work- 
place meetings 

489 

115 

68 

24 126 

22 

30 

29 

75 

allowed) 

374 








Table All Whether opportunities for communicating with stewards or 

other members 

are satisfactory. 

by industry 









Union officers 









Very satisfactory 

69 73 

79 


80 




70 

Fairly satisfactory 

24 24 

8 


20 




22 

Unsatisfactory 

6 3 

13 






4 

No answer 

1 







4 

[% base) 

127 

116 

24 

9 

12 30 

8 

5 

12 

27 

Table A12 Whether foreman 

took part in 

any 

course 

designed to help him deal 

with 

industrial 


relations, by industry 








Foremen 









Yes 

44 46 

47 

44 

61 43 

30 


50 

42 

No 

56 S3 

S3 

56 

39 57 

70 


50 

57 

No answer 

1 







1 

(% base) 

441 

288 

73 

45 

28 95 

43 

17 

20 

120 


126 


Table M3 


Issues ever 
personally settled 

Senior 

managers 

Lower 

managers 


Foremen 


Stewards 



discussed 

decided 
at higher 
level 

with 

manager 

rarely 

with 

foreman 

rarely 


with 

officers 

with 

stewards 

with 

officers 


a) Wage Issues 

% 

% 

O. 

0 

% 

O. 

0 

% 

o, 

0 

Basic time rates 

16 

24 

11 

29 

25 

17 

4 

Piece work prices 
Other forms of bonus 

11 

19 

4 

18 

14 

9 

4 

payments 

Plus payments for dirty 

16 

32 

4 

30 

21 

18 

4 

work etc 

6 

26 

4 

22 

10 

16 

5 

Job evaluation 

13 

26 

6 

29 

16 

13 

4 

Merit money 

5 

20 

1 

20 

15 

9 

4 

Promotion or up-grading 

7 

38 

2 

35 

27 

18 

4 

Pensions 

1 

1 

1 

8 

7 

8 

1 

b) Working Conditions 

Allocation of work 

8 

57 

3 

60 

8 

16 

12 

Pace of work 

6 

43 

3 

39 

8 

13 

8 

Quality of work 

7 

54 

3 

52 

7 

10 

9 

Safety questions 

8 

65 

3 

62 

14 

21 

17 

Health questions 

6 

53 

2 

47 

18 

20 

11 

Manning of machines 
Transfer from one job 

7 

41 

3 

38 

6 

8 

6 

to another 

General conditions in 

10 

61 

3 

57 

12 

22 

14 

workplace 

Introduction of new 

9 

72 

1 

60 

15 

20 

17 

mach./jobs 

10 

56 

4 

36 

19 

20 

8 

c) Hours of Work 

Overtime arrangements 

8 

51 

4 

59 

17 

19 

14 

Breaks in working hours 
Stopping and starting 

6 

35 

2 

35 

14 

15 

7 

times 

6 

36 

4 

36 

15 

18 

5 

Holidays 

9 

35 

4 

41 

16 

21 

5 

d) Discipline 

Suspensions 

12 

44 

4 

31 

22 

28 

6 

Dismissals 
Other disciplinary 

17 

52 

4 

30 

21 

33 

10 

action 

12 

57 

4 

44 

19 

27 

8 

e) Employment issues 

Taking on new labour 

4 

38 

1 

34 

17 

16 

6 

Number of apprentices 

3 

12 

1 

13 

10 

6 

2 

Short time 

6 

20 

3 

16 

12 

15 

3 

Redundancy questions 

18 

30 

7 

19 

16 

25 

4 

base, those who dealt 

with stewards) 

290 

162 

162 

192 

192 

451 

Zb I 
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Table A14 Number of issues ever personally settled with union officers, by industry 


Senior managers 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public 

Office 



manuf 

instr 

drink 

textls 

trades 



etc. 



etc 

engnr 

§ tob 

etc 


Transp 

Other 



•73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


'72 










% 

% 

% 

O. 

0 

% 

% 



% 

None 

57 48 

63 

53 

41 

45 

80 



64 

1-3 

19 22 

13 

25 

32 

24 




14 

4-6 

11 11 

13 

13 

14 

12 

10 



10 

7-10 

7 5 

3 

6 

9 

13 

5 



7. 

11-15 

5 3 

6 

3 


5 





16+ 

2 3 

2 


4 

1 

5 



2 

No answer 

8 









(% base, those who 

290 

63 

32 

22 

78 

20 

16 

17 

4? 

dealt with stewards) 

216 









Average number of 

3 , 

2 

2 

3 

3 

2 



2 

issues 










Table A15 Number of issues 

ever personally settled with stewards, by industry 




Lower managers 










None 

9 9 

8 

5 


7 





1-3 

10 11 

5 

14 


10 





4-6 

12 13 

8 

5 


12 





7-10 

11 17 

18 

5 


2 





11-15 

30 28 

28 

43 


37 





16+ 

28 21 

33 

28 


32 





No answer 

1 









(% base, those who 

162 

39 

21 

15 

41 

11 

7 

g 

1 Q 

dealt with stewards) 

106 









Average number of 

11 

12 

12 


12 





issues 

10 









Table A16 Number of issues 

ever discussed with 

stewards , by industry 





Foremen 










None 

2 2 


4 


2 





1-3 

14 13 

8 

14 


13 




17 

4-6 

13 12 

18 

14 


9 




13 

7-10 

19 20 

8 

18 


23 




27 

11- 15 

19 24 

25 

18 


26 




10 

16+ 

26 27 

41 

32 


23 




10 

No answer 

7 2 




4 




23 

(% base, those who 

192 

39 

28 

11 

47 

11 

14 

12 

30 

dealt with stewards) 

127 









Average number of 

10 

13 

11 


11 




7 

issues 

11 










128 


Table A17 Whether think national agreements take sufficient account of local conditions, by industry 


Stewards 

Total 

Metal 

manuf 

etc 

Mech, 

instr 

engnr 

Food, 
drink 
8 tob 

Chems , 
textls 
etc 

Distrib 

trades 

Public 

Office 

etc. 

Transp 

Other 

Yes 

No 

No answer 

*73 

'72 

0 . 

0 

22 17 
74 83 
4 

'73 

% 

16 

84 

'73 

0 ., 

0 

16 

80 

4 

'73 

'73 

% 

20 

80 

'73 

'73 

'73 

'73 

% 

27 

70 

3 

(% base, those 










settling issues and 










having collective 

177 

32 

25 

11 

44 

10 

15 

9 

31 

agreement) 

123 










Table A18 Whether amount 

of negotiating 

activity has changed 

since 

becoming foreman, by industry 

Foremen 








Increased 

33 

39 

36 

39 


32 

44 

Decreased 

11 

14 

18 

11 


17 

4 

Remained the same 

44 

45 

44 

43 


40 

35 

Don ' t know 

1 

1 




2 


No answer 

11 

1 

2 

7 


9 

17 

(% base, those who 

192 


39 

28 

11 

47 

11 14 12 30 

dealt with stewards) 

127 






Table A19 Whether amount 

of negotiating 

activity has changed 

since 

becoming manager, by type of 

production or 

technology 








Senior managers 

Contin. 

Mass 

Batch 

Maintenance 

Office/ 

Equal 


flow/ 

produc- 

(large 

/servicing 

distrib./ 

mixture of 


process 

tion 

+ small) 

/repairs 

transport 

activities 


0. 

0 

O. 

O 

% 

O. 

O 

% 

% 

Increased 

38 

64 

52 

64 

38 

42 

Decreased 

4 

8 

12 

8 

10 

15 

Remained the same 

54 

28 

33 

28 

45 

39 

Don ' t know/no answer 

4 


3 


7 

4 


24 

25 

67 

25 

71 

26 


129 


Table A20 Whether amount of negotiating activity has changed since becoming 
manager^ by size of i.r. situation 


Senior managers Number of employees 



25-49 

50-! 

99 

100-249 

250-499 

500+ 


Increased 
Decreased 
Remained the same 
No answer 

0. 

0 

42 

5 

45 

8 

% 

33 

10 

47 

10 


% 

41 
11 

42 
6 

% 

57 

6 

29 

8 

% 

63 

6 

26 

5 

(% base) 

38 

51 


88 

63 

35 

Table A21 Whether range 

of issues negotiated has changed since becoming manager, by industry 

Lower managers 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib Public 

Office 



manuf 

instr 

drink 

textls 

trades 

etc. 



etc 

engnr 

8 tob 

etc 

Transp Other 



'73 

'73 

'73 

'73 

'73 

'73 '73 '73 

'73 


'72 








0. 

0 

% 

O. 

0 


O. 

O 


% 

Increased 

35 35 

36 

24 


39 


30 

Decreased 

6 9 

10 



7 



Remained the same 

52 54 

46 

62 


51 


61 

Don't know/No answer 

7 2 

8 

14 


3 


9 

(% base, those who 

162 

39 

21 

15 

41 

7 7 9 

23 

dealt with stewards) 

106 







Table A22 Whether range 

of subjects negotiated has 

changed 

since becoming foreman> by industry 

Foremen 








Increased 

19 17 

18 

14 


30 


10 

Decreased 

7 12 

8 

4 


6 


7 

Remained the same 

61 66 

72 

68 


55 


57 

Don ' t know/no answer 

13 5 

2 

14 


9 


26 

(% base, those who 

192 

39 

28 

11 

47 

11 14 12 

30 

dealt with stewards) 

127 







Table A23 Whether any questions which 

it was 

felt officers 

and stewards ought to be able to 


discuss and decide with management 

, by industry 




Union officers 








Yes 

48 42 

30 



39 


63 

No 

45 56 

60 



54 


33 

Don't know 

7 2 

10 



7 


4 

(% base, those who 








had contact with 

117 

20 

9 

11 

28 

8 5 9 

27 

management) 

112 








130 


Table A24 Whether the use of external stages of nationally agreed procedure for settling 
grievances and claims has changed in the last few years, by industry 


Senior managers 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public 

Office 




manuf 

instr 

drink 

texl^ls 

trades 



etc. 









etc 

engnr 

S tob 

etc 


Transp 

Other 



'73 

'll 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


0 . 

0 


% 

% 


% 




% 

Increased 

14 

17 

13 

30 


15 




9 

Decreased 

8 

4 

13 

20 


6 




2 

Remained the sam. 

55 

64 

57 

47 


58 




57 

Never used it 

14 

6 

11 



17 




22 

Don't know/no answer 

9 

9 

6 

3 


4 




10 

(% base, those with 
written national 

263 


46 

30 

19 

72 

19 

15 

16 

46 

agreements) 

160 










Table A25 Whether there has been an increase 
agreements above workplace level. 

in the range 
by industry 

of matters 

covered by written 


Yes 

41 45 

46 

33 

40 

25 


44 

No 

48 SO 

41 

67 

50 

55 


47 

Don't know/no answer 

11 5 

13 


10 

20 


9 

(% base, those subject 








to the relevant 

232 

37 

24 19 

50 

20 

15 12 

55 

agreements) 

116 








Table A26 The main 

subjects covered by written workplace agreements , 

by industry 



Wages 

56 

57 

65 

64 

54 



60 

Working conditions 

38 

56 

37 

21 

45 



41 

Hours of work 

38 

41 

45 

21 

31 



35 

Discripline 

24 

43 

25 

36 

23 



23 

Employment issues 

16 

31 

10 

21 

14 



23 

Other issues 

10 

10 

2 

15 

15 



8 

No answer 

18 

4 

16 

15 

20 



15 


200 


200 

193 

202 



206 

Total 

242 







(% base, those with 









workplace agree- 

281 


49 

33 

18 65 

18 13 

10 

75 

ments) 


122 








Table A27 Whether 

any kind of workplace procedure for settling grievances and claims, by industry 

Stewards 








Yes, written 

48 49 

40 

58 


50 


59 

Yes, unwritten 

17 20 

26 

18 


25 


9 

Yes, both 

15 12 

18 

6 


15 


19 

No agreement 

19 16 

12 

18 


10 


13 

No answer 

1 3 

4 







251 

50 

33 

15 

60 

12 17 18 

46 

(% base) 

179 
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Table A28 Opinion on usefulness of national agreement, by industry 


Senior managers 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 



etc. 









etc 

engnr 

S tob 

etc 


Transp 

Other 



'73 

'72 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


% 


0 . 

0 

% 


% 




% 

Useful 

82 

73 

80 

93 


80 




78 

Not useful 

5 

17 

7 



6 




7 

Other answers 

8 

3 

9 

7 


8 




11 

No answer 

5 

7 

4 



6 




‘4 

(% base, those 
with national 

263 


46 

30 

19 

72 

19 

15 

16 

46 

agreement) 

172 










Table A29 Opinion on 

usefulness of 

national 

agreement, by industry 





Union officers 








Useful 

69 

79 

80 




78 

Not useful 

13 

18 

16 




4 

Other answers 

17 

2 





9 

No answer 

1 

1 

4 




9 

(% base, those at 








estabs. with 

102 

16 

7 8 25 

7 

5 

11 

23 

national agreement) 


79 







Table A30 Whether workplace procedure 

enables 

steward 

to get 

to 

the right 

level of management 

quickly 

by industry 








Stewards 









Yes 

67 55 

68 

44 


82 



61 

Qualified yes/fairly 
well 

15 26 

21 

19 


7 



13 

No 

18 19 

11 

37 


11 



26 

(% base, those 
with workplace 

204 

44 

27 

11 

54 

2 

13 13 

31 

procedure) 

149 








Table A31 Whether any contact with foreman to 

discuss 

issues 

and problems, 

by industry 


Yes 

84 83 

88 

87 


85 



80 

No 

1 16 

12 

13 


15 



18 

No answer 

1 1 







2 

(% base, those 

242 

49 

32 

15 

55 

11 

17 18 

45 

with a foreman) 

170 









132 


Table A32 Issues discussed and raised 


Union officers 

Discussed with 

Raised with 


stewards and 

management 


members 

in last year 


'73 

'73 


'72 

'll 


% 

% 

Wage issues 

89 92 

76 83 

Work conditions 

87 83 

73 65 

Employment issues 

73 69 

62 65 

Hours of work 

71 59 

51 43 

Discipline 

64 58 

51 44 

Union matters 

13 13 

4 11 

Procedure for grievances 



and claims 

65 10 

Mi 

00 


111 

117 

(% base) 

116 

113 


Table A33 How often officers usually had contact with management in last 12 months, by industry 


Union officers 


Total 


Metal Mech, Food, Chems, Distrib 
manuf instr drink textls trades 


Public 


Office 

etc. 





etc 

engnr 

§ tob 

etc 


Transp 

Other 



'73 


'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 



'll 










% 


% 



% 




% 

At least once a week 

5 

9 

4 



3 




8 

At least once a month 

33 

29 

33 



43 




22 

Less than once a 










70 

month 

54 

59 

46 



47 




Not at all 

8 

2 

17 



7 






127 


24 

9 

12 

30 

8 

5 

12 

27 

(% base) 

116 









Table A34 Proportion of grievances 

involving intervention 

of officer, by industry 




Senior managers 

All 
Most 
Some 
A few 

None/no answer 


6 

1 

1 

10 

4 

5 


4 

11 

14 

23 

10 

53 

60 

48 

51 

26 

20 

22 

25 


3 

3 

7 

57 

30 


C% base, those having 
contact with officer) 


177 


31 


15 


17 


49 


16 


115 


11 


30 
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Table A3S Whether would like to play more important part in domestic negotiations ; by industry 


Union officers 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

etc 

instr 

engnr 

drink 
8 tob 

textls 

etc 

trades 



etc 




Transp 

Other 



'73 

'12 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


% 


% 



% 




% 

Yes 

15 

15 

8 



10 




18 

No/satisfied with 
present position 

83 

82 

92 



87 




82 

Other answers 

2 

3 




3 





(% base) 

127 


24 

9 

12 

30 

8 

5 

12 

27 


lie 









Table A36 Importance of officers and stewards 

in system of negotiation and consultation 


by industry 











Senior managers 











Officers more 
important 

18 

25 

14 



25 




27 

Less important 

45 

42 

59 



43 




32 

Just as important 
No answer/don't 

25 

31 

21 



18 




27 

know 

12 

2 

6 



14 




14 

(% base, those who 
dealt with 

159 


29 

14 

17 

44 

15 

8 

10 

22 

officers) 

110 










Table A37 Preference 
by industry 

for dealing with 

officer 

or steward when either 

able 

to settle an issue 

Steward 

61 69 

73 

48 


73 

Union officer 

10 14 

3 

18 


5 

No preference 

16 14 

17 

18 


9 

Other answers 

2 1 


5 


4 

No answer 

11 2 

7 

11 


9 

(% base, those who 






dealt with 

159 

29 

14 17 44 

15 

8 10 22 

officers) 

110 






134 



Table A38 Issues with which management disagreed 


Stewards 

Disagreed by 

• 

Senior managers 

LQwer managers 

Wage issues 
Working conditions 
Hours of work 
Discipline 
Employment issues 

'73 

'72 

% 

64 62 
42 31 
18 20 
5 13 
10 12 

■73 

•72 

% 

44 41 
41 48 
23 22 
8 10 
3 8 

(% base, those who had 



raised issues with 

132 

78 

managers) 

103 

59 


Table A39 Whether easy to see steward on union matters, by industry 


Employees 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 



manuf 

instr 

drink 

textls 

trades 



etc. 









etc 

engnr 

8 tob 

etc 


Transp 

Other 



'73 


'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 



'll 










% 


% 

0. 

0 

% 

% 

% 

% 

% 

% 

Easy 

87 

91 

90 

93 

82 

92 

58 

89 

78 

84 

Difficult 

7 

7 

6 

5 

10 

6 

10 

9 

14 

4 

Don't know/never tried 

5 

2 

4 

1 

8 

1 

29 


8 

8 

Other answers/no 











answer 

1 



1 


1 

3 

2 


4 

(% base, those 
with stewards) 

680 

491 

137 

84 

40 

173 

32 

46 

49 

119 


Table A40 Ways in which arrangements for dealing with grievances and claims work smoothly 


by industry 

Senior managers 










Good management/staff 










relations 

55 45 

46 

59 

48 

67 

62 



58 

Personal contact 

32 27 

33 

45 

29 

26 

35 



31 

Good formal communication 

25 27 

22 

38 

24 

20 

12 



30 

Adherence to procudure 

21 21 

15 

17 

14 

21 

29 



16 

Good conditions/pay 

9 15 

9 

14 

10 

6 

6 



ii 

Reasonable attitude on 










both sides 

20 14 

17 

14 

14 

21 

15 



20 

Speedy settlement of 










grievances 

17 8 

17 

28 

24 

26 

21 



10 

Good leadership 

5 2 

2 


10 

3 

9 



7 

Other answers 

7 3 

11 

3 

9 

12 

6 



7 


191 

172 

218 

182 

202 

195 



190 

Total 

162 









(% base, those who said 










arrangements worked very 

316 

46 

29 

21 

66 

34 

15 

12 

89 

well) 

201 
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Table A41 Why arrangements for dealing with grievances and claims do not work well 


Senior managers 

'73 

% 

'72 

% 

• 

Lack of consultation procedure 

30 

32 


Formal procedure too long/rigid 

27 

28 


Bad relations with stewards/union 

19 

20 


Poor management/employee relations 

16 

14 


Complaints about condition/pay 

10 



No reason 

3 

10 


Other answers 

10 

7 


No answer 

8 

5 



Total 

123 

116 

C% base, those who said arrangements 
worked fairly well or not very well) 

166 

92 


Table A42 How arrangements for dealing with grievances and claims could be improved 


Better consultation procedure 

27 

27 

More efficient formal procedure 

19 

26 

Better management/employee relations 

20 

13 

Better personal contact 

8 

11 

Better conditions/pay 

5 

7 

Better relations with stewards/union 

10 

7 

Stewards should be better trained in IR 

8 

4 

Managers should be better trained in IR 

11 

2 

Can't be improved 

9 

8 

Other answers/no answer 

24 

5 

Total 

141 

110 

(% base, as table A41) 

166 

92 


Table A43 Whether think procedure for dealing with workers' grievances and claims 
works well by industry 


Foremen 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public 

Office 




manuf 

instr 

drink 

textls 

trades 



etc. 




etc 

engnr 

8 tob 

etc 


Transp 

Other 



'73 


'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 



'72 










O. 

O 


O. 

O 

% 

% 

% 

O. 

0 



% 

Works well 

84 

87 

80 

83 

92 

80 

85 



90 

Doesn't work well 

9 

6 

11 

10 


13 

8 




Varies 

6 

3 

8 

7 

8 

5 

7 



6 

Other answers 

1 

1 

1 







3 

Not answered 


3 




2 




1 

(% base, those whose 











workers had grievances 

362 


66 

40 

24 

83 

27 

13 

19 

90 

or claims) 

251 
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Table A44 Whether procedures or formalities of industrial relations have changed in the last 
year or so, by industry 


Lower managers 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 



manuf 

instr 

drink 

textls 

trades 


etc- 



etc 

engnr 

8 tob 

etc 


Transp Other 



0 . 

0 

% 

% 

% 

% 

% 


% 

Yes 

45 

50 

35 

48 

52 

40 


43 

No 

53 

50 

65 

48 

45 

60 


54 

Don't know 

2 



4 

3 



3 

(% base) 

254 

48 

29 

21 

56 

20 

8 14 

58 


Table A45 

Whether procedures or formalities of industrial relations have changed in the last 
year or so ; by industry 

Union officers 



Yes 

43 

63 37 

37 

No 

57 

37 63 

63 

(% base) 

127 

24 9 12 30 

8 5 12 27 


Table A46 Ways in which procedures or 

formalities have changed in last year or so by, by industry 

Lower managers 







Now have written 







procedure 

43 

46 



41 

52 

Management handle 







IR better 

28 

42 



28 

24 

Better formal 







communications 

18 

17 



17 

24 

Better informal 







communications 

16 

13 



24 

20 

Stronger union/ 







now unionised 

16 

17 



17 

12 

Don't know 

4 

- 



7 

- 

Other answers 

13 

25 



10 

12 

Total 

138 

160 



144 

144 

(% base, those saying 







procedures have changed) 

113 

24 

10 

10 

29 8 1 6 

25 


137 


Table A47 Ways in which procedures or formalities have changed in last year or so, by industry 


Foremen 

Total 

Metal 

manuf 

etc 

Mech, 

instr 

engnr 

Food, 
drink 
§ tob 

Chems, 

textls 

etc 

Distrib 

trades 

Public 

Office 

etci 

Transp Other 

Now have written 
procedure 
Management handle 
IR better 
Better formal 
communications 
Better informal 
communications 
Stronger union/ 
now unionised 
Don 1 1 know 
Other answers 

% 

44 

19 

18 

13 

19 

S 

5 

% 

61 

21 

18 

9 

18 

9 



% 

23 

11 

20 

14 

29 

6 

6 



% 

53 

26 

16 

18 

16 

5 

3 

Total 

123 

136 



109 



137 

(% base, those saying 









procedures have changed) 

135 

33 

10 

10 

35 

7 

1 1 

38 


Table A48 Ways in which procedures 

or formalities 

have changed in last year or so^ by industry 

Stewards 






Now have written 
procedure 
Management handle 

32 

38 


38 

35 

IR better 
Better formal 

26 

13 


29 

35 

communications 

9 

13 


17 


Better informal 



o 

communications 

22 

13 


33 


Stronger union/ 




now unionised 

12 

25 


4 

12 

Don ' t know 

6 

6 


4 

Other answers 

6 




6 

Total 

113 

108 


125 

100 

(% base, those saying 
procedures have changed) 

87 

16 

11 

8 24 2 4 5 

17 


Table A49 Number of grievances among employees which come to senior management level, by industry 


Senior managers 


Many 
Some 
A few 
None 

No answer 


'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'12 







) 

% 

% 

O, 

O 

% 

% 


% 

14 13 

22 

15 

21 

19 

2 


5 

17 17 

17 

22 

21 

18 

9 


35 

58 61 

54 

63 

38 

55 

72 


60 

8 5 

4 


7 

6 

11 


3 4 

3 


13 

2 

6 




(% base) 


468 76 

307 


46 


29 


106 


46 


18 


20 


'73 


6 

13 

64 

15 

2 


127 


138 


Table A50 Number of grievances among employees supervised, by industry 


Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 



manuf 

instr 

drink 

text Is 

trades 



etc- 







etc 

engnr 

§ tob 

etc v 


Transp 

Other 



'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


'72 










% 

% 

% 

% 

% 

% 


% 

% 

Many 

5 5 

4 

2 


11 



5 

3 

Some 

12 10 

8 

20 

7 

15 



15 

12 

A few 

65 71 

78 

67 

79 

61 

63 


75 

60 

None 

18 23 

10 

11 

14 

13 

37 


5 

24 

No answer 

1 








1 

(% base) 

441 

288 

73 

45 

28 

95 

43 

17 

20 

104 


Table A51 What steward does 

for employees. 

by industry 






Employees 











Takes grievances to 











the management 

42 

49 

46 

49 

33 

44 

28 

37 

35 

40 

Attends to grievances 











in other ways 

33 

23 

32 

31 

37 

33 

28 

39 

47 

28 

Informs them of 











union policy 

14 

16 

15 

17 

17 

13 

6 

11 

12 

18 

Takes grievances to 











the union 

8 

6 

4 

4 

10 

10 


15 

10 

8 

Collects subscriptions 

5 

4 

2 

13 

5 

4 

6 


2 

7 

Is available if help 











is needed 

3 

5 

3 

1 

2 

4 

6 

2 

2 

1 

Helps with personal 











problems 

1 

1 


2 

5 

1 

6 

2 



Does nothing 

10 

8 

11 

8 

5 

10 

28 

15 

6 

6 

Other answers 

3 

3 

5 

2 


1 

3 


4 

3 

Don't know/no answer 

7 

8 

7 

5 

10 

8 

16 

2 

8 

10 


136 


125 

132 

124 

128 

127 

123 

126 

121 

Total 

123 










680 


137 

84 

40 

173 

32 

46 

49 

119 

(% base) 

491 










Table A52 Points of 

view usually taken by stewards. 

by industry 





Foremen 










Management 

2 5 

3 

4 







Workers 

36 43 

51 

36 


34 




13 

50/50 

56 49 

46 

60 


62 




67 

Don't know/no answer 

6 3 




4 




20 

(% base, those who 

192 

39 

28 

11 

47 

11 

14 

12 

30 

dealt with stewards) 

127 










139 


Table A53 Whether stewards too ready or too slow to contact officer, by industry 


Union officers 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

etc 

instr 

engnr 

drink 
8 tob 

text Is 
etc 

trades 



etc. 




Transp 

Other 


'73 

t 

'll 

'73 

'73 

'll 

'73 

'73 

'73 

'73 

'73 


% 


o, 

0 



% 




% 

About right 

59 

65 

75 



60 




70 

Too ready 

18 

14 

17 



23 




11 

Too slow 

18 

17 

8 



13 




15 

Other answers 

5 

4 




4 




4 

(% base, those 
responsible for 

126 


24 

9 

12 

30 

7 

5 

12 

27 

stewards) 

114 










Table A54 Relative 

experience of steward in 

sampled establishments, by industry 



More experienced 

27 22 

21 



27 


33 

Less experienced 

33 37 

42 



30 


22 

No difference 

40 39 

37 



43 


45 

Don't know 

2 







(% base, those 
responsible for 

126 

24 

9 

12 

30 7 5 

12 

27 

stewards) 

114 







Table A55 Relative 

militancy of stewards in 

sampled establishments , by industry 



More militant 

18 9 

21 



27 


4 

Less militant 

48 36 

42 



47 


52 

No difference 
Don't know/ no 

31 51 

29 



23 


44 

answer 

3 4 

8 



3 



C% base, those 
responsible for 

126 

24 

9 

12 

30 8 5 

12 

27 

stewards) 

114 







Table A56 Fairness 

of management ' s attitude 

towards 

unions 9 

by industry 



Stewards 








Yes, reasonably fair 

89 90 

86 

91 


95 


83 

No, not fair 

8 8 

12 

6 


2 


13 

Other answers 

3 2 

2 

3 


3 


4 

(% base) 

251 

179 

50 

33 

15 

60 12 17 

18 

46 


140 


Table A57 Whether management are reasonable in dealing with issues raised, by industry 


Union officers 

Very reasonable 
Fairly reasonable 
Unreasonable 
Other answers 

Total 

Metal 

manuf 

etc 

Mech, 

instr 

engnr 

Food, 
drink 
§ tob 

Chems , 
textls 
etc <• 

Distrib 

trades 

Public 

Office 

etc. 

Transp 

Other 

'73 

'72 

% 

33 37 
53 57 
9 2 
5 4 

•73 

% 

25 

65 

5 

5 

'73 

'73 

'73 

0 . 

0 

21 

68 

7 

4 

'll 

'73 

'73 

'll 

0 . 

0 

45 

33 

15 

7 

(% base, those who 










raised issues with 

117 

20 

9 

11 

28 

8 

5 

9 

27 

management) 

107 










Table A58 Whether management 
in same industry , 

in situation is more or 
by industry 

less 

reasonable 

than that 

of 

other firms 

More reasonable 

28 

35 

20 


36 



26 

Similar to others 

44 

52 

60 


43 



37 

Less reasonable 

19 

5 

15 


7 



26 

No knowledge of 









other firms 

6 

6 



11 



7 

Other answers 

3 

2 

5 


3 



4 

(% base, those who 









raised issues with 

117 


20 9 

11 

28 

8 

5 

9 27 

management) 

107 








Table A59 Whether stewards 

demands are 

reasonable , 

by industry 





Lower managers 










Always 

39 18 

46 

38 


34 




61 

Usually 

54 60 

44 

52 


59 




39 

Sometimes 

5 22 

8 

5 


5 





No answer 

2 

2 

5 


2 





(% base, those who 










dealt with 

162 

39 

21 

15 

41 

7 

7 

9 

23 

stewards) 

106 










Table A60 

Whether general climate or 
or so , by industry 

attitudes 

to 

industrial 

relations have changed 

in last year 

Yes 

56 

65 

69 

67 

63 

50 

38 

No 

43 

35 

31 

33 

37 

50 

59 

Don ' t know 

1 






3 

(% base) 

254 

48 

29 

21 

56 

20 8 

14 58 


141 


Table A61 Whether general climate or attitudes to industrial relations have changed in last year 
or so, by industry 


Union officers 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 



manuf 

instr 

drink 

textls 

trades 


etc. 



etc 

engnr 

§ tob 

etc 


Transp Other 



% 

% 



% 



% 

Yes 

62 

75 



60 



59 

No 

36 

25 



37 



37 

Don't know 

2 




3 



4 

(% base) 

127 

24 

9 

12 

30 

8 

5 12 

27 


Table A62 Ways in which general 

climate 

s or 

attitudes have changed 

in last year or so, by industry 

Lower managers 







Unions more militant/ 







aware of their power 

33 

42 

15 

34 


27 

More awareness of IR 

18 

19 

15 

17 


27 

Greater co-operation 







between management 







and workers 

25 

23 

25 

29 


9 

Management accept 







unions 

16 

16 

5 

29 


5 

IR have improved 

12 

16 

10 

3 


18 

IR have deteriorated 

10 

13 

15 

11 


9 

More people have 







joined union 

10 

10 

5 

6 


23 

Dissension among 







unions 

4 

13 

5 




Mention of IR Act 

6 

10 

10 

3 


5 

Don't know/no 







answer 

3 



6 



Other answers 

14 

16 

25 

6 


13 

Total 

151 

178 

130 

144 


136 

(% base, those saying 







c 1 imat e/ at t i tude s 







have changed) 

143 

31 

20 14 

35 

10 3 8 

22 


142 


Table A63 Ways in which general climate or attitudes have changed in last year or so, by industry 


Foremen 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 



manuf 

instr 

drink 

textls 

trades 


etc. 



etc 

engnr 

& tob 

etc 


Transp Other 



% 

% 

0. 

'o 


% 



% 

Unions more militant/ 









aware of their power 

25 

30 

35 


33 



23 

IR have deteriorated 

21 

13 

39 


17 



17 

IR have improved 

19 

20 

15 


21 



25 

More awareness of IR 

16 

8 

19 


12 



27 

Greater co-operation 









between management 









and workers 

13 

15 

15 


17 



6 

More people have 









joined union 

12 

13 

4 


14 



21 

Management accept 









unions 

9 

10 

19 


10 



8 

Dissension among 









unions 

1 

3 







Don't know 

4 




5 




Mention of IR Act 

6 

8 

4 


5 




Other answers 

12 

20 

8 


12 



4 

Total 

138 

140 

158 


146 



131 

(% base, those saying 









climate/attitudes 









have changed) 

197 

40 

26 

15 

42 

14 

3 9 

48 


Table A64 Ways in which general 

climate 

or 

attitudes have changed 

in last 

year or 

so , by industry 

Employees 










Management accept 










unions 

7 

12 

4 

4 

10 

3 



4 

Greater co-operation 










between management 










and workers 

6 

6 

7 

4 

7 

3 


5 

6 

Unions more militant/ 










aware of their power 

19 

29 

23 

15 

17 

10 

10 

29 

14 

More people have 










joined union 

8 

8 

7 


8 




13 

More awareness of IR 

3 

5 

2 


2 

3 

5 

5 

5 

Dissension among 










unions 





1 




1 

IR have deteriorated 

33 

31 

39 

30 

29 

33 

25 

38 

35 

IR have improved 

11 

7 

14 

15 

14 

13 

15 

10 

9 

Don't know/nc 










answer 

13 

4 

2 

18 

15 

33 

25 

10 

16 

Mention of IR Act 

6 

8 

13 

11 

8 

3 

5 



Other answers 

14 

14 

16 

15 

11 

14 

25 

24 

15 

Total 

120 

124 

127 

112 

120 

115 

110 

121 

118 

(% base) 

496 

96 

56 

27 

119 

30 

20 

21 

127 


143 


Table A65 Ways in which general climate or attitudes have changed in last year or so, by industry 


Stewards 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

Public 

Office 



manuf 

instr 

drifik 

text Is 

trades 



etc. 



etc 

engnr 

S tob 

etc 


Transp 

Other 



'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


% 

% 



% 




% 

Unions more militant/ 










aware of their power 

21 

27 



16 




12 

More awareness of IR 

9 

10 



16 




4 

Greater co-operation 










between management 










and workers 

6 

10 



3 




8 

Management accept 










unions 

12 

13 



16 




12 

IR have improved 

9 

10 



13 




4 

IR have deteriorated 

23 

17 



23 




24 

More people have 










joined union 

7 

10 







12 

Dissension among 










unions 

1 








A 

Mention of IR Act 

25 

27 



22 





Don't know/other 










answers 

14 

13 



4 




52 

Total 

127 

137 



113 




132 

(% base, those saying 










climate/attitudes 










have changed) 

142 

30 

19 

7 

31 

6 

12 

12 

25 


Table A66 Whether any national strike in previous two years, by industry 

Senior managers 

'73 


'73 

'73 

'73 

'73 

'73 


'73 

'73 


1 

'72 








Yes 

40 

21 

66 

63 

28 

35 

22 


55 

27 

No 

57 

75 

32 

37 

59 

61 

72 


45 

72 

No answer 

3 

4 

2 


13 

4 

6 


1 

(% base) 

468 

5 


76 

46 

29 

106 

46 

18 

20 

127 


307 


Table A67 

How often non-national strikes occurred in 

the 

previous 

two years 



Foremen 









Frequently 

1 1 

3 

2 


2 




Seldom 

5 13 

11 

11 

7 

4 


10 

2 

Once only 

7 12 

7 

16 

7 

7 

5 

5 

5 

Never 

86 74 

79 

71 

86 

85 

93 

85 

93 

No answer 

1 




2 

2 



(% base) 

441 

288 

73 

45 

28 

95 

43 17 

20 

120 


144 


Table A68 Details of (most recent) strike 




Foremen 

Employees 

Stewards 

Senior 






stewards 



'll 

'll 

'll 

'll 



'll 

'll 

'll 

'll 



0 , 

*6 

% 

■% 

% 

Whether permission obtained from the union 

Yes 

26 44 

48 56 

30 47 

16 31 

before the strike took place: 

No 

43 37 

25 23 

66 47 

66 69 

What the strike was about: 






Wage issues 


53 55 

46 44 

40 41 

34 57 

Working conditions 


12 19 

14 9 

18 9 

26 17 

Hours of work 


11 1 

3 5 

1 5 

3 

Discipline 


10 3 

8 4 

10 14 

11 3 

Employment issues 


5 5 

5 14 

3 13 

8 14 

Other causes 


8 11 

13 25 

11 18 

8 14 

Whether procedure within the workplace 

Yes 

26 33 


40 79 

37 67 

had been exhausted: 

No 

11 24 


36 12 

37 33 

How strike decision taken: 






Stewards called strike 


1 13 

8 5 



Called by majority vote 


26 49 

65 70 



Called by union 


10 15 

10 19 



Whether full time union officer 

Yes 

36 47 


55 72 

40 57 

brought in: 

No 

30 24 


23 27 

39 43 

How long strike lasted: 






Less than 1 day 


36 26 

25 17 

27 22 

29 29 

1 day 


26 17 

16 20 

21 19 

16 23 

2 days - 1 week 


21 51 

34 49 

19 SO 

34 40 

Over 1 week 


12 5 

12 8 

16 7 

5 8 

Whether informant generally for 

For 


53 56 



or against the strike: 

Against 


22 31 



Whether informant's fellow employees 

For 


65 67 



generally for or against: 

Against 


8 17 



(% base, those with a strike in 


60 

164 

61 

38 

the previous 2 years) 


74 

209 

64 

35 


145 


Table A69 Whether workers justified in withdrawing their labour or using other forms of pressure 
in breach of procedure, by occupation and sex 


Employees 

Managers/ 

Prof § 

Clerical 

Skilled 

Semi- 

Un- 

Male 

Female 


prof ^ 

tech- 

§ 


skilled 

skilled 


Workers justified 
if 

tech- 

higher 

lower 

allied 






% 

% 

% 

% 

% 

0. 

0 

O, 

O 

% 

Management has 
broken an agreement 
Management appears 
to be resorting to 
unreasonable delay 
in dealing with 

69 

57 

61 

80 

66 

66 

73 

56 

grievances 
There is no other 

62 

45 

53 

70 

62 

60 

65 

51 

way of preventing 
the discharge of a 
workmate unfairly 
In any situation 
where they think by 
acting in this way 
they can get what 

59 

62 

56 

78 

70 

64 

70 

58 



they want 

10 

14 

15 

24 

23 

28 

21 

24 

(% base) 

39 

58 

298 

267 

198 

427 

858 

426 


Table A70 Whether quicker and better results can be obtained by using strikes and other forms of 
pressure before exhausting constitutional procedure, by industry 


Union officers 

Total 

Metal 

Mech, 

Food, 

Chems , 

Distrib 

Public 

Office 




manuf 

instr 


textls 

etc 

trades 



• 




etc 

engnr 

§ tob 

Transp 

Other 



'73 

'72 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


% 


% 



O. 

O 




% 

Yes 

57 

50 

58 



60 




52 

No 

Other answers/no 

38 

46 

38 



37 




37 

answer 

5 

4 

4 



3 




11 

C% base) 

127 


24 

9 

12 

30 

8 

5 

12 

27 

116 
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Table A71 Whether workers are justified in withdrawing their labours or using other forms of 
pressures in breach of procedure, by industry 


Union officers 

Total 

Metal 

Mech, 

Food, 

Chems, 

Distrib 

■Public 

Office 



manuf 

instr 

drink 

•text Is 

trades 



etc. 







etc 

engnr 

8 tob 

etc 


Transp 

Other 


Workers justified if 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 


'72 










% 

0 . 

a 



% 




% 

Management has broken 
an agreement 
Management appears to 
be resorting to 
unreasonable delay in 
dealing with 

65 63 

63 



67 




67 

grievances 

There is no other way 

72 52 

71 



70 




70 

of preventing the 
discharge of a work- 
mate unfairly 

75 77 

79 



73 




74 

In any situation to 
get what they want 

13 10 

8 



10 




15 

(% base) 

127 

24 

9 

12 

30 

8 

5 

12 

27 

116 










Table A72 Who first proposed the change 


Senior 

Lower 

Foremen 

Employees 

Stewards 

Senior 

Union 


managers 

managers 







stewards 

officers 


%' 73 '72 

% ' 73 

'72 

%' 73 

'72 

% ' 73 

'72 

% ' 73 

'72 

% '73 

'72 

%'73 '72 

Management 

75 83 

79 

80 

73 

75 

65 

73 

65 

77 

67 

73 

48 62 

Union (s) 

6 7 

5 

10 

7 

7 

7 

9 

9 

8 

9 

9 

35 16 

Joint negotiation 

6 4 

5 

4 

5 

4 

3 

3 

6 

3 

11 

3 

7 11 

Shop stewards 

2 2 

1 

1 

1 

2 

2 

1 

9 

4 

3 

10 

3 8 

Employees 

4 2 

4 

4 

6 

8 

6 

5 

5 

6 

6 

1 

3 2 

Other persons 

1 1 

1 









4 


Government policy 

1 

1 

1 



1 


2 

1 

4 



Don't know/no answer 

5 1 

4 


8 

4 

16 

9 

4 

1 



4 1 

(% base, those naming 
at least one episode) 

430 260 

233 

148 

350 

242 

922 

660 

210 

157 

79 

71 

120 106 


147 


Table A73 Types of (most recent) episode named by average of informant types, by industry 


All informants 


Total 

Metal 

manuf 

Mech, 

instr 

Food, 

drink 

Chems , 
textls 

Distrib 

trades 


Public 

Office 

etc. 









etc 

engnr 

8 tob 

etc 


Transp Other 



'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 

'73 



'72 











0. 

0 

0. 

0 

% 

% 

O. 

0 

0 , 

O 


% 

O. 

O 

Change in method/ 
rate of payment 
New machinery/ 


27 32 

36 

34 

20 

25 

16 


26 

23 

equipment 


18 17 

18 

20 

24 

22 

16 


8 

15 

Redundancy 
Change in working 


S 14 

6 

6 

5 

4 

1 


5 

5 

hours 


12 6 

8 

7 

19 

10 

18 


22 

12 

Regrading 


6 5 

5 

7 

2 

6 

11 


13 

8 

Moving factory/estab 


5 S 

3 

6 

2 

6 

4 


6 

6 

Change in- method of 
working 


14 8 

11 

9 

14 

15 

15 


10 

16 

Redeployment 


5 4 

7 

6 

5 

5 

10 


2 

7 

Merger/takeover 


4 3 

5 

2 

4 

4 

4 



4 

Other changes 


3 6 

1 

2 

2 

3 

3 


8 

3 

No answer 


1 


1 

3 


2 



1 

(% base, those naming 
at least one episode) 


430 

260 

75 

42 

25 

101 

37 

16 

20 

114 

Table A74 Whether any 

workers 

supervised receive any 

of their earnings from 

some 

system of 


payment by results. 

by industry 







Foremen 











Yes 


42 51 

49 

51 

25 

53 

37 


70 

23 

No 


58 49 

51 

49 

75 

47 

63 


30 

77 

(% base) 


441 

288 

73 

45 

28 

95 

43 

17 

20 

120 

Table A75 Whether any members 

receive 

any of 

their earnings 

from some system of payment 


by results. 

by industry 









Stewards 











Yes 


54 53 

50 

61 


68 




43 

No 


46 47 

50 

39 


32 




57 

(% base) 


251 

179 

50 

33 

15 

60 

12 

17 

18 

46 


148 


Table A76 Whether in favour of abandoning payment by results as a component of earnings, 
by industry 


Senior managers 

Total 

Metal 

manuf 

etc 

Mech, 

instr 

engnr 

Food, 
drink 
8 tob 

Chems , 
textls 
etc 

Distrib 

trades 

Public 

Office 

etc. 

Transp 

Other 

Yes 

No 

Don't know/ no answer 

'73 

'72 

0. 

0 

23 23 
69 74 
8 3 

'73 

% 

18 

76 

6 

'73 

0. 

"0 

29 

64 

7 

'73 

'73 

0. 

0 

25 

70 

5 

'73 

0 . 

0 

10 

80 

10 

'73 

'73 

'73 

% 

22 

72 

6 

(% base, those with 










some employees paid 

269 

49 

28 

13 

75 

29 

15 

14 

46 

by results) 

167 










Table A77 Whether in favour 

of introducing payment by results 

as 

a component of earnings 


by industry 








Yes 

28 31 

25 


30 

21 

45 

23 

No 

65 69 

71 


50 

70 

40 

71 

Don't know/no answer 

7 

4 


20 

9 

15 

6 

(% base, those with 








no employees paid 

212 

28 

18 

20 

34 

20 3 6 

83 

by results) 

128 








Table A78 Whether would prefer employees 

to 

be paid 

on some 

system of payment by results 


by industry 











Foremen 











Paid by results 

48 

58 

47 

42 

39 

55 

49 


65 

41 

Not based on results 

34 

34 

34 

31 

36 

29 

37 


30 

39 

Only some to be paid 
by results 

4 

2 

6 

11 

7 

3 




2 

Impossible to 
implement 

12 

4 

11 

11 

18 

12 

12 


5 

16 

Other answers 

2 

1 

1 

5 


1 

2 



2 

No answer 

* 

1 

1 








C% base) 

441 


73 

45 

28 

95 

43 

17 

20 

120 

288 
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Table A79 Whether would prefer members to be paid on some system of payment by results, 
by industry 


Stewards 

Total 

Metal 

manuf 

Mech, 

instr 

Food, 

drink 

Chems , 
textls 

Distrib 

trades 

Public 

Office 

etc. 






etc 

engnr 

§ tob 

etc 


Transp Other 



'73 

'73 

'73 

'73 

'73 

'73 

'73 '73 

'73 


'72 









% 

% 

0. 

'O 


O. 

0 



% 

Paid by results 

39 43 

42 

33 


44 



41 

Not based on results 

47 49 

44 

55 


50 



37 

Only some to be paid 

by results 

Other answers/not 

5 5 

4 

6 


3 



4 

possible to 
introduce 

9 3 

10 

6 


3 



18 

(% base) 

251 

50 

33 

15 

60 

12 

17 18 

46 

179 






Table A80 Whether any 

groups of employees whose wages 

are 

usually adjusted as 

a result of 

union 

settlements 

elsewhere, by industry 







Senior managers 

Yes 

23 25 

25 

41 

14 

29 

20 

15 

16 

No 

72 67 

71 

57 

72 

65 

70 

85 

81 

Don't know/no answer 

5 8 

4 

2 

14 

4 

10 


3 

(% base) 

468 

207 

76 

46 

29 

106 

46 

18 20 

127 
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